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ABSTRACT
A study was conducted to  determine what r e l a t io n sh ip s  there  
might be between the personal i ty  s t r u c tu r e  (dogmatism) of  managers, 
t h e i r  a t t i t u d e  toward t h e i r  subord ina tes ,  t h e i r  ro le  perceptions,  
t h e i r  personal background v a r iab le s ,  and se lec ted  organizat ional  
va r iab les  in th e  farm product indus t ry .  The an a ly s is  of covariance 
method was employed using the f u l l  range of  dogmatism scores .  Also, 
the  chi-square  t e s t  fo r  independence was applied  to the  upper and 
lower q u a r t i l e s  of the  dogmatism sco res .
Respondents include 445 male managers. Of the  su b je c t s ,
44 were c l a s s i f i e d  as f i r s t - l i n e  managers, 224 as lower-middle 
managers, 117 as upper-middle managers, and 60 as top managers.
The r e s u l t s  of the  analys is  depic ted a p o s i t iv e  r e l a t i o n ­
ship between open-mindedness and o rgan iza t iona l  l e v e l .  For t h i s  
sample, upper-middle and top managers were s i g n i f i c a n t l y  more open- 
minded on the average than were f i r s t - l i n e  and lower-middle managers.
No s i g n i f i c a n t  d i f fe rence  was found between mean dogmatism 
scores of  the  various funct ional  a reas  o f  employment. However, 
a s i g n i f i c a n t  dependency was found when the  open-minded and closed- 
minded groups were compared. Those in  the  "general management" 
category were overrepresented in the  open-minded category.
A s i g n i f i c a n t  po s i t iv e  co r re la t io n  between open-mindedness 
and Theory Y a t t i t u d e s  toward subordinates was found. Also, a 
s i g n i f i c a n t  ch i-square  was found. The moderate Theory X group was 
underrepresented in the  open-minded category, while the  Theory Y 
group was overrepresented in the  open-minded category .  Moderate 
Theory Y respondents were a lso  overrepresented in th e  open-minded 
category. Theory X respondents appear to have f a l l e n  in to  each 
category as expected s t a t i s t i c a l l y .  For t h i s  sample of  managers, 
open-minded respondents were more l ik e ly  to hold Theory Y a t t i t u d e s  
toward subordinates than were closed-minded in d iv idu a ls .
There was no evidence t h a t  a s i g n i f i c a n t  r e l a t i o n s h ip  
ex is ted  between dogmatism and the respondent 's  perceived need to 
ac t  in a considera te  manner. However, the  r e s u l t s  in d ic a te  t h a t  
the open-minded respondents perceived s i g n i f i c a n t l y  le s s  need to 
i n i t i a t e  s t r u c tu r e  than did t h e i r  closed-minded c o u n te rpa r t s .  No 
s i g n i f i c a n t  r e la t io n sh ip s  were found between dogmatism scores  and 
various combinations of consideration and s t r u c tu r e .
Age was not found to  be s i g n i f i c a n t ly  a ssoc ia ted  with 
dogmatism using the  e n t i r e  range of scores .  However, when the  
closed-minded group was compared to  the open-minded group, a 
s i g n i f i c a n t  dependency was found between age and dogmatism. I t  
appears th a t  the  under 30 age group represen ts  more closed-minded 
p e r s o n a l i t i e s  than expected and the 41-50 age group rep resen ts  
s l i g h t l y  fewer closed-minded p e r s o n a l i t i e s  than expected s t a t i s t i ­
c a l ly .
x
A s i g n i f i c a n t  r e la t io n sh ip  was found between dogmatism and 
education l e v e l .  Generally, the  r e la t io n sh ip  was an inverse one 
with dogmatism decreasing with education,  p a r t i c u l a r l y  as college 
education reached the advanced degree s tage.
A s i g n i f i c a n t  chi-square  of  13.72 pointed t o  a dependence 
of dogmatism on the  number of  years  with present  company. Those 
respondents with eleven o r  more years with t h e i r  present  companies 
appear to  be overrepresented in the  open-minded group, while those 
with ten  years  or le s s  with t h e i r  respec t ive  companies were under­
represented  in the open-minded group.
F i r s t  born managers were s ig n i f i c a n t ly  more open-minded 
than only borns and l a t e r  borns. Only borns were found equally 
represented  in both the open and closed-minded groups. F i r s t  borns 
were overrepresented in the  open-minded category, while th e  l a t e r  
borns were underrepresented in the  open-minded category. Those 
respondents from families  of  four and f iv e  persons were s i g n i f i ­
can t ly  more open-minded than those from the family s ize  o f  six 
persons and over.
Neither  approach to  the analys is  of dogmatism scores ( fu l l  
d i s t r i b u t i o n  o r  q u a r t i l e )  resu l te d  in s ig n i f i c a n t  re la t ion sh ip s  
between dogmatism and l in e  versus s t a f f  des igna t ions ,  span of 
c o n t ro l ,  c o l l e g i a t e  major, number of  years in present  p o s i t ion ,  
years as a manager, and years  of fu l l - t im e  work experience.
CHAPTER I
INTRODUCTION
In 1954, Peter F. Drucker pointed out t h a t  managers are  the 
basic  and sc a rc es t  resource o f  any business e n t e r p r i s e . * He was 
re fe r r in g  not to  the sc a rc i ty  of people to  f i l l  managerial p o s i t io n s ,  
but to  the shortage of indiv idua ls  who a re  w i l l in g  to assume s i g n i f ­
i c a n t  leadership  ro les  and can manage e f f e c t i v e l y .  For amplif ica t ion  
of t h i s  point  we need only to  look to  evidence from recent  years :
"of every one hundred new business es tab l ishments  s t a r t e d ,  approxi­
mately f i f t y ,  or one-half ,  go out of  business within  two yea rs .  By 
the  end of f iv e  y ears ,  only one - th i rd  of the  o r ig ina l  one hundred 
wil l  s t i l l  be in b u s i n e s s . M o s t  of  these  f a i l u r e s  can be a t t r ib u t e d  
to  in e f f e c t iv e  leadership.
I t  i s  not su rp r is ing  then, t h a t  we have witnessed vigorous 
e f f o r t s  in managerial recruitment and development. Business firms 
of a l l  s izes  and functions a re  a c t iv e ly  searching fo r  managerial 
t a l e n t .  Many have college recru i tm ent  programs; some have e s tab l ished  
t h e i r  own management i n s t i t u t e s .  All have some form of  in te rna l
Ip e te r  F. Drucker, The P rac t ice  o f  Management (New York:
Harper & Row, 1954), pp. 3-5.
^George R. Terry,  P r in c ip ie s  of Management (3rd ed . ;  Homewood, 
I l l i n o i s :  Richard D. Irwin, In c . ,  1960), p. 5.
appra isa l  system designed to s e l e c t  p o t e n t i a l ly  e f f e c t i v e  indiv iduals
f o r  pos i t ions  with g rea te r  r e s p o n s ib i l i t y .
The following predic t ions  fo r  o rgan iza t ions  of the  fu tu re  
( p a r t i c u l a r l y  business organizat ions)  suggest  t h a t  the  demand fo r  
e f f e c t i v e  managers wil l  increase:
1. Organizations wil l  be operat ing in a tu rb u le n t  environment 
which requires  continual change and adjustment.
2. Organizations wil l  continue to  expand t h e i r  boundaries
and domains. They wil l  increase  in  s i z e  and complexity.
3. Organizat ions.wil l  continue to  d i f f e r e n t i a t e  t h e i r
a c t i v i t i e s  causing increased problems o f  in te g ra t io n  and
coordination.
4. Organizations wil l  continue to  have major problems in the 
accumulation and u t i l i z a t i o n  of  knowledge. In t e l l e c tu a l  
a c t i v i t i e s  will  be s t r e s se d .
5. Greater  emphasis wil l  be placed upon suggest ion and 
persuasion r a th e r  than upon coercion based on a u th o r i ta r ian  
power as the  means fo r  coordinating the  a c t i v i t i e s  of the 
p a r t i c ip a n ts  and funct ions with in  the organ iza t ion .
6. P a r t ic ip an ts  a t  a l l  leve ls  in  organ izat ions  wil l  have a 
g re a te r  influence.  Organizat ions of the  fu tu re  wil l  
adopt a power-equalizat ion r a th e r  than power-d if fe ren t ia -  
t io n  model.
7. Problems of in te r face  between organizat ions  wil l  be 
g re a te r .  New means fo r  e f f e c t iv e  in te ro rg an iza t ion a l  
coord ina t ion 'w il l  be developed.
8. Computerized information-decis ion systems w i l l  have an 
increas ing  impact upon o rgan iza t ions .
9. The number of profess ionals  and s c i e n t i s t s  and t h e i r  
inf luence within organiza t ions  w i l l  inc rease .  There will 
a lso  be a decl ine  in the  proport ion  of independent 
p rofess ionals  with many more s a l a r i e d  p ro fes s io n a l s .
10. Goals of complex organizat ions  w i l l  expand. Emphasis 
wil l  be upon s a t i s f i c i n g  a number of  goals r a th e r  than 
maximizing any one.
11. Evaluation of organizat ional  performance wil l be d i f f i c u l t .  
Many new adm in is t ra t ive  techniques w i l l  be developed for  
evaluat ion  of performance in a l l  spheres of a c t i v i t y . 3
Due to  the above f a c t o r s ,  not  only will  the  demand for 
managers in c re a se ,  but  the  managerial ro le  wil l  require :
1. Indiv idua ls  capable of  dealing with change in a turbulent  
environment.
2. Ind iv idua ls  who possess the  a b i l i t y  t o  innovate.
3. Indiv iduals  able to  cope with high leve ls  of ambiguity.
4. Indiv iduals  capable of  meeting g r e a te r  demands on t h e i r
i n t e l l e c t u a l  s k i l l s  (hence g re a te r  emphasis on education) .
5. Indiv idua ls  charac te r ized  by a high degree of f l e x i b i l i t y  
in  th inking  and behav io r .4
6. Indiv idua ls  who possess technical  s k i l l s ,  human re la t ions
s k i l l s  and conceptual sk i l l s .®
Thus, i t  i s  expected th a t  the  c r i t i c a l  shortage of  managerial 
t a l e n t  w i l l  continue to  confront the  American business en te rp r ise .
Also, i t  appears t h a t  due to  trends in the changes in ro le  dimensions 
t h i s  shor tage  i s  very l ik e ly  to become more severe.
I t  follows from the above statements t h a t  c r i t e r i a  for  the 
i d e n t i f i c a t i o n  of p o te n t i a l ly  successful  managers are desperately
^Reprinted by special  permission: Fremont E. Kast and
James E. Rosenzweig, Organization and Management: A Systems Approach 
(New York: McGraw-Hill Book Co., 1970), pp. 604-605.
4 l b i d . ,  pp. 607-612.
5J u s t i n  G. Longenecker, P r inc ip les  of  Management and 
Organizational  Behavior (3rd e d . ;  Columbus, Ohio: Charles E.
M err i l l  Publishing Co., 1973), pp. 398-402.
needed and th a t  research direc ted  toward the  i d e n t i f i c a t i o n  o f  such 
c r i t e r i a  be given high p r i o r i t y .  While considerab le  research has 
been c a r r ied  out in t h i s  a rea ,  the a r t  o f  p red ic t ing  e f f e c t iv e  and 
successful managerial behavior is  a t  bes t  in i t s  infancy.
The review of leadership theory and research contained in 
Chapter I I  wil l  provide a p ic tu re  o f  the  s t a t e  of the  a r t  in 
p red ic t ing  e f fe c t iv e  and successful managerial behavior.
Purpose of the  Study
The primary purpose o f  t h i s  exp lora tory  study was to  determine 
what r e l a t io n sh ip s  might e x i s t  between manager-1eader pe rsona l i ty  
s t r u c tu r e s ,  a t t i t u d e s ,  role  pe rcep t ions ,  and se lec ted  s i tu a t io n a l  
va r iab les  in a business s e t t i n g .  S p e c i f i c a l l y ,  the  fol lowing quest ion 
was asked—is  there  evidence to  be found which might support the 
inclusion  o f  the personal i ty  s t r u c tu r e  v a r i a b le  of open versus c losed­
mindedness in the  analysis  o f  manager-1 eader  behavior and success as 
measured by organizational  leve l?
Although leadership e f fec t iv en e ss  was not s tudied  d i r e c t l y ,  i t  
was expected th a t  questions o f  a t  l e a s t  a specu la t ive  nature  might 
appear in the analys is  s tage.  As many s i t u a t i o n a l  va r iab le s  as 
allowed, by the use of the ques t ionna ire  survey method, were included 
in the study.
Although the study was explora tory  in na tu re ,  t e n t a t i v e  
hypotheses are proposed in Chapter IV in o rder  to provide d i rec t io n  
fo r  an a ly s i s .  I t  was expected t h a t ,  as in  most exp lora t ions  of t h i s  
type, more questions would be ra ised  p e r ta in in g  to manager-leader
c h a r a c t e r i s t i c s  than would be answered. So th a t  ove ra l l  d i r e c t io n  
might be e s tab l ished ,  th ree  research questions were asked.
Research Questions
1. What r e l a t io n s h ip  e x is t s  between p e r s o n a l i ty  s t r u c tu r e  
and the  variables o f  age, education, co l leg ia te  major , number o f  years 
in p resen t  p o s i t ion ,  number o f  years with present  company, years  as a 
manager, years of f u l l - t im e  working experience, and ord ina l  pos i t ion  
in the  family?
2. How do scores on the personali ty  s t r u c t u r e  dimension of 
r e l a t i v e l y  closed versus r e l a t i v e ly  open-mindedness r e l a t e  to  funct ional  
ro le ,  span of co n t ro l ,  l in e  versus s t a f f  ro le ,  and o rgan iza t ion a l  leve l?
3. Is the re  a re la t io n sh ip  between the  manager's p e rson a l i ty  
s t r u c tu r e ,  his a t t i t u d e s  toward subordinates,  and how he perceives  
his  managerial role?
Procedure
In order to reach answers to  these research q u e s t io n s ,  the  
procedure described below was followed. At the  o u t s e t ,  the  data 
concerning the variab les  used in the study were obtained from a sample 
o f  managerial personnel employed in s ix  companies in the  farm product 
indus t ry .  The ques t ionnaire  used to co l lec t  t h e  da ta  required 
responses to items de l inea t ing  the personal and s i t u a t i o n a l  va r iab les  
of :  (1) age, (2) educational  l e v e l ,  (3) undergraduate major,
(4) graduate major, (5) organizat ional  lev e l ,  (6) number o f  managerial 
pos i t ions  held in p resen t  company and in ca ree r ,  (7) number of  years 
in present  p o s i t io n ,  (8) type of pos i t ion—lin e  or  s t a f f ,  (9) years
with present  company, (10) years as a manager, (11) years  of fu l l - t im e  
working experience,  (12) span of  c o n t r o l , (13) funct ional  a rea ,
(14) o rder  o f  b i r t h ,  and (15) family s i z e .  The ques t ionnaire  also 
contained L ike r t - type  sca les  which id en t i fy  the manager's role  
percep t ion ,  a t t i t u d e s  toward subordinates ,  and the degree of  openness 
of h is  p e rso n a l i ty  ( the  l a s t  dimension i s  more commonly re fe r red  to 
as open versus closed-mindedness o r  dogmatism). U t i l i z in g  the  data, 
the in v e s t i g a to r  employed the  Pearson product moment, analys is  of  
covariance and chi-square  techniques.  A more d e ta i l e d  descr ip t ion  o f  
procedures and s t a t i s t i c a l  to o ls  used in t h i s  study i s  presented in 
Chapter IV.
Organization of the  Remainder of  the Study
The remainder o f  the study was divided in to  f ive  p a r t s .  
Chapters II  and I I I  contain a review of the l i t e r a t u r e  re la te d  to 
t h i s  s tudy. The design o f  the study and the procedures used are 
presented in Chapter IV. Chapter V i s  an analysis  o f  the  findings.
The discuss ion  o f  the  r e s u l t s ,  the  conclusions o f  th e  present  study, 
and the  recommendations fo r  f u r th e r  research are contained in 
Chapter VI.
The d i s s e r t a t i o n  i s  concluded with appendices and references .
CHAPTER II
REVIEW OF THE LITERATURE - LEADERSHIP 
In troduct ion
According to Professors F i l l e y  and House, leadership  11. . . is 
a process whereby one person e x e r t s  soc ia l  inf luence  over the  members 
of a group. A leader ,  then, i s  a person with power over others who 
exercises  t h i s  power fo r  the purpose o f  in f luencing  t h e i r  behavior."®
Professors  Hersey and Blanchard, in  a review of leadership 
theory and research,  s t a t e  t h a t  " . . .  l eadersh ip  i s  the  process of 
inf luencing  the a c t i v i t i e s  of an ind iv idua l  group in e f f o r t s  toward 
goal achievement in a given s i t u a t i o n . "  Thus, ". . . i t  follows tha t  
the leadersh ip  process i s  a funct ion  of  th e  l eade r ,  the  fo l lower,  and 
the  s i t u a t i o n ,  L = f ( l ,  f ,  s ) . " ^
The l a t t e r  de f in i t io n  allows f o r  the  ana lys is  o f  leadership  
from an organizat ional  perspect ive  r a th e r  than from a personal q u a l i ty  
or individual  perspect ive.  I t  can be expected then " . . .  t h a t  the  
degree to  which an individual  e x h ib i t s  leadersh ip  depends not only on
®Alan C. F i l ley  and Robert J .  House, Managerial Process and 
Organizational Behavior (Glenview, I l l i n o i s :  S co t t ,  Foresman and
Co;, 1969), p. 391.
7paul Hersey and Kenneth H. Blanchard, "Leader Behavior," The 
Progress o f  Management, ed. by Harold Lazarus, E. Kirby Warren, and 
Jerome Schnee (Englewood C l i f f s ,  N .J . :  P r e n t ic e - H a l l , I n c . ,  1972),
p. 325.
his  c h a r a c t e r i s t i c s ,  but ,  a lso  on the c h a r a c t e r i s t i c s  o f  the  s i t u a t io n  
in which he finds himself."®
To d is t in gu ish  leadership  from management, F i l l e y  and House 
define management . . as a process , mental and phys ica l ,  whereby 
subordinates are  brought to  execute prescribed formal du t ie s  and to 
accomplish ce r ta in  given o b je c t iv e s . " 9 The im pl ica t ion  of  d if ferences  
in the d e f in i t io n s  o f  leadership  and management appears to  be th a t  
management i s  a more broadly based function including a c t i v i t i e s  o ther  
than leading .  Keith Davis makes the following d i s t i n c t i o n :
Leadership i s  a par t  of management, but not  a l l  o f  i t .  A 
manager i s  required  to  plan,  and organize ,  fo r  example, but a l l  
we =isk o f  the  l eade r  i s  t h a t  he get o thers  to  follow . . . 
Leadership i s  the  a b i l i t y  to  persuade o thers  to seek defined 
ob jec t ives  e n th u s ia s t i c a l l y .  I t  is  the  human f a c to r  which binds 
a group together  and motivates i t  toward goa ls .  Management a c t i ­
v i t i e s  such as planning, organizing, and decis ion  making are 
dormant cocoons un t i l  the leader  t r ig g e r s  th e  power o f  motivation 
in people and guides them toward g o a l s .10
From the above d iscussion ,  th i s  r e sea rche r  concluded th a t  the 
inclusion o f  the term "leadership" in the  chapter  t i t l e  i s  not e n t i r e ly  
appropr ia te .  A more co rrec t  term would be "manageria lship ,"  defined 
as a process requ ir ing  both cognit ive and behavioral  e f f o r t s  d i rec ted  
toward the s t ru c tu r in g  and d i rec t in g  of group e f f o r t s  toward organi­
zat iona l  o b jec t iv e s .  Thus, i t  follows t h a t  the  managerial ro le  
demands a decision-maker who formulates cog n i t iv e  maps and a t  times
°Alex Bavelas, "Leadership: Man and Function,"  Adminis trat ive 
Science Q ua r te r ly , IV, No. 4 (March, 1960), 493.
9F i l l ey  and House, Managerial Process , p. 391.
10Keith Davis, Human Relations a t  Work (3rd e d . ;  New York: 
McGraw-Hill Book Co., 1967), pp. 96-97.
displays  leader  behavior in attempts to  influence others to  op e ra t io n ­
a l i z e  those maps.
What i s  re fe r red  to here ,  i s  t h a t  manager-leaders are  ac tors  
who occupy s t a tu s - p o s i t i o n  in complex o rgan iza t ions .  These s t a t u s -  
pos i t ions  are  made up o f  a number o f  r e la te d  ro les  which, in t u r n ,  are  
made up o f  norms or  acceptable behavior pa t te rns  dedicated to the  same 
func t ion .  ^
The manager-leader, as an occupant of  a s t a tu s - p o s i t i o n ,  i s  
required a t  times to  play the role  of  leader  or inf luencer .  However, 
he a l s o ,  a t  t imes ,  plays the  ro le  o f  teache r ,  advisor, p lanner, 
o rgan ize r ,  educator ,  and c o n t r o l l e r .  While research s tud ies  r e l a t i n g  
to the  process o f  managerial sh ip ,  as defined above, have general ly  
been lumped under the  label of  leadersh ip ,  i t  i s  important to  note 
t h a t  much o f  th e  research deals with the  evaluation of manager-leader 
behavior as i t  r e l a te d  to  ro les  o ther  than the leadership ro le .  This 
resea rche r  i s  somewhat a t  a loss  to  expla in  the  general absence of  
c le a r - c u t  d i s t in c t io n s  between norms r e l a t i n g  to  leading and norms 
r e l a t i n g  to  the  o ther  managerial ro le s .
The various approaches to  research concerning what has been 
termed managerial sh ip ,  but t r a d i t i o n a l l y  labeled leadersh ip ,  reviewed 
in t h i s  chap ter ,  deal with b a s ica l ly  d i f f e r e n t  aspects o f  the  managerial 
process . T ra i t  t h e o r i s t s  a t tack  the problem by analyzing the  person­
a l i t y  c h a r a c t e r i s t i c s  of  the  occupants o f  s t a tu s - p o s i t i o n s .  The
l*For a d e ta i l e d  descr ip t ion  o f  the s t ru c tu ra l  and dynamic 
c h a r a c t e r i s t i c s  of  norms, r o l e s ,  and s t a tu s - p o s i t i o n s ,  see: Alvin L.
Bertrand, Social Organizations: A General Systems and Role Theory
Perspect ive  (Phi lade lph ia ,  Penn.: Davis Company, 1972).
10
behavioral t h e o r i s t s  approach the ana lys is  with an emphasis on actual 
ro le  behavior o f  s t a tu s -p o s i t io n  holders .  Current ly ,  s i tu a t io n a l  or  
contingency th e o r i s t s  are including in t h e i r  ana lys is  the  pe rsona l i ty  
o f  pos i t ion  incumbents and t h e i r  ro le  behaviors as they r e l a t e  to 
s t r u c t u r a l ,  phys ica l ,  and human fac to rs  which a f f e c t  the  s t a tu s -  
pos i t ions  and, consequently, organizat ional  outcomes. To f a c i l i t a t e  
consistency with the  above discussion  of  management and leadersh ip ,  
the term "leader" may usually  be t r a n s l a t e d  to  mean manager-leader.
In genera l ,  the scheme fo r  review followed t h a t  used by 
F i l ley  and House who evaluated the  following proposi t ions  as apparent 
tene ts  of the  various theo r ies  o f  l e a d e r s h i p . ^
Trait Theory
1. There are  a f i n i t e  number o f  i d e n t i f i a b l e  c h a r a c t e r i s t i c s ,  o r  
t r a i t s ,  o f  successful and e f f e c t i v e  lea d e r s .  These t r a i t s  
d i f f e r e n t i a t e  the successful  from unsuccessful leaders .
Supportive Behavioral Theory
2. The e f f e c t iv e  leader  i s  ch arac te r ized  by suppor t ive ,  employee- 
o r ien ted ,  democratic behavior ,  uses general superv is ion ,  and 
i s  considerate  of his  subordinates .
Instrumental Behavioral Theory
3. The e f f e c t iv e  leader  i s  charac te r ized  by the performance o f  
instrumental  functions in the  achievement o f  group goals .
These functions con s i s t  of  planning, o rganiz ing ,  coordinat ing ,  
d i r ec t in g  and con tro l l ing  the  work o f  h is  subordinates .
"Great Man’’ Behavioral Theory
T. The e f f e c t iv e  leader  i s  charac te r ized  by both support ive  and 
instrumental leadership behavior.
12pi11 ey and House, Managerial P rocess , pp. 391-420.
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Situational Theory
5. Leadership behavior i s  mult idimensional . These dimensions are 
f i n i t e  in number, and vary according to leader  p e r s o n a l i ty ,  
the  requirements of the task  to be performed by him and his  
fo l low ers ,  the  a t t i t u d e s ,  needs, and expec ta t ions  of his  
fo l lowers ,  and the organizat ional  and physical environment in 
which he and they o p e ra t e . I3
These proposi t ions  were used in t h i s  review of  leadersh ip  
research fo r  evaluat ive  purposes only and were not t e s te d  in t h i s  
study.
T r a i t  Theory
The e a r l i e s t  and, un t i l  recen t  y e a r s ,  the most common approach 
to  the  study of  leadership  was the analysis  of  the  personal charac­
t e r i s t i c s  or  q u a l i t i e s  of the leader .  These q u a l i t i e s  were usual ly  
termed " t r a i t s . "  Most s tudies  of  leader  t r a i t s  were designed to 
determine i f  the re  are  a f i n i t e  number of  t r a i t s  which could be used 
to  d i s t ing u ish  between leaders and non-leaders ,  e f f e c t i v e  and less  
e f f e c t i v e  leaders ,  and successful and unsuccessful l eaders .  I t  was 
hoped th a t  a s e t  of t r a i t s  would evolve which could be used to p red ic t  
successful  leader  behavior.
Proposit ion 1
There are  a f i n i t e  number of  i d e n t i f i a b l e  c h a r a c t e r i s t i c s ,  
or  t r a i t s ,  of  successful and e f f e c t i v e  leaders .  These t r a i t s  
d i f f e r e n t i a t e  the  successful from the unsuccessfu l .*4
Proposit ion one may be separated fo r  review purposes in to  the  
areas of  (1) t r a i t s  d is t ingu ish ing  between leaders  and non- leaders ,
*3Reprinted by special  permission: Alan C. F i l l e y  and Robert J .  
House, Managerial Process and Organizational Behavior (Glenview,
111i n o i l :  Sco t t ,  Foresman and Co., 1969), p. 397.
14I b i d . ,  p. 398.
(2) t r a i t s  d i s t in g u ish in g  between e f f e c t iv e  leaders and less  e f f e c t i v e  
l ead e rs ,  and (3) t r a i t s  d i s t ingu ish ing  successful from unsuccessful 
leaders .  In each a rea ,  s tud ies  are  reviewed in order  o f  occurrence.
Leader Versus Non-Leader 
I t  should be noted t h a t  none o f  the  s tudies  c i t e d  in t h i s  
sec t ion  specify  c h a r a c t e r i s t i c s  o f  e f f e c t iv e  or successful  leaders .
In a survey of  research occurring p r io r  to 1940, Bird found
t h a t  only 5 percent  of  discovered leadership  t r a i t s  were common to 
four  or more i n v e s t i g a t i o n s .15 Richardson and Hanawalt conclude t h a t  
managers with f i f t e e n  or  more persons under t h e i r  d i rec t io n  were less  
n eu ro t ic  and more s e l f - c o n f id e n t  than n o n - s u p e r v i s o r s . *6 in another 
comparative analys is  Jenkins concluded th a t  no s ing le  t r a i t  was 
found which d is t ingu ished  leaders  and non- leaders .*7
Stogdi l l  summarized h is  review of leadership  s tud ies  to  1948 
as follows:
1. The following conclusions are supported by uniformly p o s i t iv e
evidence from f i f t e e n  or  more o f  the  s tud ies  surveyed: 
a. The average person who occupies a pos i t ion  o f  leadersh ip  
exceeds the  average member of  his  group in the  following 
respec ts :  (1) i n t e l l i g e n c e ,  (2) scho larsh ip ,  (3) depend­
a b i l i t y  in exerc is ing  r e s p o n s i b i l i t i e s ,  (4) a c t i v i t y  and 
soc ia l  p a r t i c i p a t i o n ,  and (5) socio-economic s t a t u s .
15Charles Bird, Social Psychology (New York: Appleton-Century,
1940), p. 379.
l^Helen M. Richardson and Nelson G. Hanawalt, "Leadership as 
Related to  the  Bernreuter  Persona l i ty  Measures: I I I  Leadership Among
Adult Men in Vocational and Social A c t iv i t i e s , "  Journal of Applied 
Psychology, XXVIII, No. 4 (August, 1944), 308-317.
*7william 0. Jenkins,  "A Review of Leadership Studies with 
P a r t i c u l a r  Reference to  M il i ta ry  Problems," Psychological B u l l e t i n , 
XLIV, No. 1 (January,  1947), 54-79.
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2. The following conclusions a re  supported by uniformly p o s i t iv e  
evidence from ten o r  more o f  the  s tud ies  surveyed:
a. The average person who occupies a pos i t ion  of  leadership  
exceeds the  average member of  his group to  some degree in 
the  following re s p e c t s :  (1) s o c i a b i l i t y ,  (2) i n i t i a t i v e ,
(3) p e rs i s te n c e ,  (4) knowing how to ge t  th ings done,
(5) s e l f -c o n f id en c e ,  (6) a le r tn e ss  to  and in s ig h t  in to  
s i t u a t i o n s ,  (7) coopera t iveness ,  (8) pop u la r i ty ,
(9) a d a p t a b i l i t y ,  and (10) verbal f a c i l i t y .
3. In addit ion to the  above, a number of  f ac to r s  have been found 
which are s p e c i f i c  to well defined groups . . . I n t e l l e c tu a l  
fo r t i tu d e  and i n t e g r i t y  a re  t r a i t s  found to  be assoc ia ted  
with eminent leadersh ip  in matur i ty .
4. The items with h ighes t  ove ra l l  c o r re la t io n  with leadership  
are o r i g i n a l i t y ,  p o p u la r i ty ,  s o c i a b i l i t y ,  judgment, aggres­
s iveness ,  des i re  to  ex ce l ,  humor, cooperat iveness ,  l i v e l i n e s s ,  
and a t h l e t i c  a b i l i t y ,  in approximate o rder  of  average co r re ­
la t ion  c o e f f i c i e n t .
5. In sp i t e  o f  considerable  negative evidence, the  general t rend  
of  r e s u l t s  suggests  a low p o s i t iv e  c o r re la t io n  between leade r ­
ship and such va r iab le s  as chronological age,  he igh t ,  weight,  
physique, energy, appearance,  dominance, and mood con tro l .
The evidence i s  about evenly divided concerning the  r e l a t i o n  
to leadership  o f  such t r a i t s  as in t ro v e rs ion -ex t ro ve rs ion ,  
s e l f - s u f f i c i e n c y ,  and emotional c o n t ro l .* 8
Thurstone and Thurstone provide norms on the  Thurstone Test
of Mental A ler tness ,  which in d ic a t e  t h a t  the  average score o f  s ix ty
executives was in the  n i n e t i e t h  p e rc e n t i l e  when compared with r e t a i l  -
sa les  personnel,  stockmen, c l e r i c a l  workers, and c l e r i c a l  a p p l i c a n t s . *9
That i s ,  only about 10 percent  o f  these  groups scored as high as the
average executive.
*8Reprinted by spec ia l  permission: Ralph M. S to g d i l l ,  "Personal
Factors Associated with Leadership: A Survey of  the  L i t e r a tu r e , "
Journal of Psychology, XXV, F i r s t  Half  (January, 1948), 35-71.
*9Leonard L. Thurstone and Thelma G. Thurstone,  Examiner 
Manual for  the Thurstone Test o f  Mental Alertness (Chicago, I l l i n o i s :  
Science Research Assoc ia tes ,  1952).
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Gibb suggests  t h a t  the various s tudies  t h a t  he reviewed 
f a i l e d  to  i d e n t i fy  any p a r t i c u l a r  pa t te rn  o f  t r a i t s . 20 Meyer and 
Pressel found th a t  top managers were b e t t e r  ad jus ted ,  les s  concerned 
fo r  d e t a i l ,  and displayed le s s  emotionality than fac to ry  workers and 
c l e r k s . 21 Wald and Doty, in  a study o f  top execu t ives ,  found the 
t r a i t s  of  i n t e l l i g e n c e ,  f irmness , pos i t iveness ,  dec is iven ess ,  f rank­
ness ,  and a b i l i t y  to  evaluate  as s ig n i f i c a n t  d i f fe rences  in t h a t  
group and n on- leaders .22 Morse and Weiss found t h a t  managers tend to 
r a t e  achievement and accomplishment in t h e i r  jobs h igher  than do 
members of o ther  occupations .23 Ghise l l i  discovered t h a t  managers 
score higher  on i n i t i a t i v e  than the general popu la t io n .24
Huttner, Levy, Rosen, and Stopol found t h a t  the  " typ ica l  
executive" co n s i s ten t ly  scored higher  than the  general population on 
t e s t s  of  mental a b i l i t y  ( in te l l ig e n c e  and numerical a b i l i t y ,  among 
o th e r s ) ,  mental heal th  (more confident,  o p t im is t i c ,  and capable o f  
t o l e r a t i n g  a good deal of  f r u s t r a t i o n ) ,  dominance, dependence and
20cecil  A. Gibb, "Leadership," Handbook o f  Socia l Psychology, 
ed. by Gardner Lindzey, II  (Reading, Mass.: Addison-Wesley, 1954),
916.
2*Henry D. Meyer and Glenn L. P resse l ,  "Pe rsona l i ty  Test 
Scores in the  Management Hierarchy," Journal o f  Applied Psychology, 
XXXVIII, No. 2 (Apri l ,  1954), 73-80.
22Robert M. Wald and Roy A. Doty, "The Top Executive—A 
Firsthand P r o fi le ,"  Harvard Business Review, XXXII, No. 4 (July-August,
1954), 45-54.
23Nancy C. Morse and Robert J .  Weiss, "The Function and Meaning 
of Work and the  Job," American Sociological Review, XX, No. 2 (Apri l ,
1955), 191-198.
2^Edwin E. G h i s e l l i ,  "Correlates o f  I n i t i a t i v e , "  Personnel 
Psychology, IX, No. 3 (Autumn, 1956), 311-320.
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independence (dependence—need to  achieve popular i ty  and need to 
belong, and independence—s t r i v in g  fo r  s t a t u s ,  pos i t ion  and au th o r i ty ,  
competit iveness and b e l i e f  in being a l e a d e r ) .  Also, the typ ica l  
executive demonstrated a g re a te r  a b i l i t y  to  evaluate  a l t e rn a t iv e s  
and reach a course o f  act ion  than did the general population t e s t e d . 25 
Veroff , Atkinson, Feld, and Gurin found t h a t  managers score h igher on 
p ro jec t iv e  measures (TAT) o f  achievement motivation than non-managers.26 
McClelland and Meyer, Walker, and Litwin reported t h a t  managers score 
higher  on achievement drive than do non-managers.27 Goodstein and 
Schrader reported t h a t  managers have s t ronger  drives fo r  s t a tu s  and 
p r e s t ig e  than non-managers.28
E ffec t ive  Versus Less E ffec t ive  Leader 
Several o f  the  s tud ies  mentioned above, plus addit ional  
s tu d ies  have d e a l t  with the  r e l a t io n s h ip  between leader  t r a i t s  and
^ l . Huttner, F. Levy, E. Rosen, and M. S topol , "Further  Light 
on the Executive P e rso n a l i ty ,"  Personnel , XXXVI, No. 2 (March-April,
1959), 42-50.
26joseph Veroff,  John W. Atkinson, Sheila  C. Feld, and Gerald 
Gurin, "The Use o f  Thematic Apperception to  Assess Motivation in a 
Nationwide Interview Study," Psychology Monograph, LXXIV, No. 12,
Whole No. 499 (1960).
27oavid C. McClelland, The Achieving Society (Pr inceton,  N .J . :  
Van Nostrand, 1961), pp. 250-300; David C. McClelland, "Business Drive 
and National Achievement," Harvard Business Review, XL, No. 4 (Ju ly-  
August, 1962), 99-112; Herbert H. Meyer, William B. Walker, and 
George H. Li twin,  "Motive Pa t te rns  and Risk Preferences Associated 
with Entrepreneurship,"  Journal of Abnormal and Social Psychology, 
LXIII, No. 3 (Ju ly ,  1961), 570-574.
28Leonard D. Goodstein and William J .  Schrader, "An Empirically 
Derived Managerial Key f o r  the  Cal i fo rn ia  Psychological Inventory,"  
Journal o f  Applied Psychology, XLVII, No. 1 (February, 1963), 42-45.
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e f f e c t iv e  performance. C r i te r ion s  such as supe r io r  and subordinate 
r a t in g s ,  measurable production,  and various types of overa l l  r a t ing  
systems have been used. What follows i s  a b r i e f  discussion of 
p e r t in en t  s tu d ie s ,  along with t h e i r  respec t ive  conclusions.
Gaudet found i n te l l i g e n c e  to  c o r r e la t e  with high rankings of 
su p e rv iso rs .29 Huttner,  e t  a l . i d e n t i f i e d  the  t r a i t s  o f  i n t e l l i g e n c e ,  
d r ive ,  enthusiasm, l i t t l e  anx ie ty ,  and more optimism as contras t ing  
the more e f f e c t iv e  executive from th e  le s s  e f f e c t i v e . W a g n e r  
id e n t i f i e d  years of  education as the  bes t  p red ic to r  (out  of th i r ty -o n e  
var iab les)  o f  supe r io r  r a t i n g s .
Mahoney, Jerdee ,  and Nash found t h a t  "more e f f e c t i v e  managers" 
in con t ra s t  to  " le s s  e f f e c t iv e "  were more i n t e l l i g e n t ,  aggress ive ,  
s e l f - r e l i a n t ,  and persuas ive .  Also, they had a t t a in e d  a higher level
o f  e d u c a t i o n .^
Hicks and Stone concluded t h a t  the  more e f f e c t i v e  managers 
had a high degree o f  emotional s t r e n g th ,  held broader and more
^ F r e d e r i c k  J* Gaudet, "A Study o f  Psychological Tests as 
Instruments fo r  Management Evaluat ion ,"  Executive S e l e c t io n , 
Development, and Inventory , Personnel S e r ie s ,  No. 171 (New York: 
American Management Associa t ion,  1957), p. 25.
30Huttner, e t  a l . ,  "Executive Pe rso na l i ty ,"  pp. 42-50.
^Edwin E. Wagner, "Pred ic t ing  Success fo r  Young Executives 
from Objective Test Scores and Personal Data," Personnel Psychology, 
XIII,  No. 2 (Summer, 1960), 181-186.
^Thomas A. Mahoney, Thomas H. Je rdee ,  and Allan N. Nash, 
"Predict ing Managerial E f fec t iveness ,"  Personnel Psychology, XIII ,
No. 2 (Summer, 1960), 147-163.
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th e o re t ic a l  views about th ings in general ,  and avoided too much 
a t t e n t io n  to d e t a i l . 33
In 1963, G hise l l i  reviewed the numerous research s tud ies  in 
which he p a r t i c ip a te d  and concluded t h a t  the  t r a i t s  o f  i n t e l l i g e n c e ,  
supervisory a b i l i t y ,  i n i t i a t i v e ,  se l f -a ssu ran c e ,  and perceived 
occupational level  appear to id e n t i fy  su p e r io r  managerial t a l e n t . 3^
In a 1968 review of  research per ta in ing  to  the  p red ic t ion  of 
managerial performance, Korman concludes the  following:
1. I n te l l ig e n c e ,  as measured ty p ic a l ly  by verbal a b i l i t y  t e s t s ,  
i s  a f a i r  p r e d ic to r  o f  f i r s t - l i n e  supervisory performance but 
not  of h igher- leve l  managerial performance. R es t r ic t io n  of 
range i s  probably the  explanation f o r  t h i s  f ind ing .
2. Objective pe rsona l i ty  inventor ies  and " leadersh ip  a b i l i t y "
t e s t s  have genera l ly  not shown p red ic t ive  v a l i d i t y ,  with 
the  exception o f  the  p ro jec t iv e  measure o f  managerial 
motivation developed by Miner.
3. Personal h i s to ry  data  as p red ic to rs  are  f a i r  f o r  f i r s t - l i n e
superv iso rs ,  but l e s s  so fo r  the h igher- leve l  ind iv idua l .
4. "Judgmental" p red ic t ion  methods, as exemplif ied p a r t i c u l a r l y  
by executive assessment procedures and peer r a t i n g s ,  are  
general ly  b e t t e r  p red ic to rs  than psychometric procedures, 
although allowance must be made f o r  the  genera l ly  small 
samples involved.
5. L i t t l e  has been learned froi^ s e le c t io n  research  which can 
con tr ibu te  to a theory o f  leadership  behavior.
6. Changes in the  o r ie n ta t io n  of  p red ic t iv e  research are  needed.3b
33John A. Hicks and Jo ics  B. Stone, "The I d e n t i f i c a t io n  o f  
T ra i ts  Related to Managerial Success," Journal of  Applied Psychology, 
XLVI, No. 6 (December, 1962), 428-432.
34Edwin E. G h i s e l l i ,  "Managerial T a len t ,"  American Psycholog is t , 
XVIII, No. 10 (October, 1963), 631-642.
35Reprinted by specia l  permission: Abraham K. Korman, "The 
Predict ion of Managerial Performance: A Review," Personnel Psychology, 
XXI, No. 3 (Autumn, 1968), 319.
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Successful Versus Unsuccessful Leader
F i r s t ,  i t  i s  necessary to  modify the term "unsuccessful"  to 
mean " les s  successfu l"  as measured by organizat ion l e v e l ,  and/or  
sa la ry  versus le s s  e f f e c t i v e  as measured by sub jec t ive  ra t in g s  or  
peers ,  su p e r io rs ,  and subordinates .  The following review o f  research 
i s  r e s t r i c t e d  to  those  s tud ies  which used organizat ional  level o r  
sa la ry  or both as c r i t e r i o n  fo r  success . As in the  two preceding 
reviews,  the  s tud ies  l i s t e d  are  only r ep re sen ta t ive  and are  included 
to suggest  the  f l a v o r  of  the  research and conclusions drawn therefrom.
Guilford found t h a t  in one sample executives were more 
so c ia b le ,  f r e e  from depression and i n f e r i o r i t y  f e e l in g s ,  emotionally  
s t a b l e ,  happy-go-lucky, s o c ia l ly  bold,  s e l f - c o n f id e n t ,  calm and 
composed, o b je c t iv e ,  agreeable,  and cooperat ive than were s u p e r v i s o r s .36
Meyer and Pressel  examined groups of managers a t  various leve ls  
and found t h a t  as the  groups approached the top l e v e l ,  scores  were 
higher on personal adjustment,  lower on " l ik ing  fo r  d e t a i l "  and lower 
on d isp lay  o f  emotional i ty .  The scores of  f i r s t  level  managers, 
however, tended toward the scores o f  c le rks  and fac to ry  w orkers .3?
Pe l leg r in  and Coates compared executives and f i r s t  l i n e  
superv isors  and found the executives defined success in terms o f  
p r ide  in personal accomplishment and securing the  esteem of  o thers
36Joan S. Guilford,  "Temperament T ra i ts  o f  Executives and
Supervisors Measured by the  Guilford Personal i ty  In v en to r ie s ,"  Journal 
o f  Applied Psychology, XXXVI, No. 4 (August, 1952), 228-233.
37Meyer and P resse l ,  "Personal i ty  Test Scores ,"  pp. 73-80.
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while the  f i r s t  level  people defined success in terms o f  secu r i ty  and 
job s a t i s f a c t i o n . 3®
McClelland concluded t h a t  expressed need achievement increases  
p o s i t iv e ly  with managerial level in small companies, but th a t  in 
l a rg e r  firms the  re l a t io n sh ip  i s  c u rv i l in e a r .  Top management expressed 
le s s  of  an achievement need.30 Bell Telephone s tud ies  found th a t  
co l lege  grade-average and leadersh ip  in co l lege  a c t i v i t i e s  were 
s i g n i f i c a n t l y  r e l a t e d  to success as measured by s a l a r y . 40
In 1963, Ghise l l i  i d e n t i f i e d  the  t r a i t s  o f  in te l l ig e n c e ,  
supervisory  a b i l i t y ,  i n i t i a t i v e ,  s e l f -a s su ran c e ,  and perceived 
occupational level as id en t i fy in g  successful managerial t a l e n t .
1. Top managers score higher  on i n te l l ig e n c e  than f i r s t  level 
managers, but  about the  same as middle managers. I t  appears t h a t  fo r  
ind iv idua ls  o f  higher and higher in t e l l i g e n c e  the re  i s  a g rea te r  
chance o f  succeeding as managers u n t i l  some c r i t i c a l  level  of  
i n t e l l i g e n c e  i s  reached where the  r e l a t io n sh ip  wil l turn downward and 
become negative .  The re l a t io n sh ip  between in te l l ig e n c e  and success 
appears to  be c u rv i l in e a r  with the  low scores and extremely high 
scores r e l a t e d  to unsuccessful management and the  middle scores r e l a t e d  
to  success .
38Roland J .  P ellegr in  and Charles H. Coates, "Executives and 
Supervisors: Contrasting D efin it ion s  o f  Career Success," Administrative
Science Q uarterly, I ,  No. 4 (March, 1957), 506-517.
39McClelland, The Achieving Soc ie ty , pp. 267-271; McClelland, 
"Business Drive and National Achievement," pp. 99-112; David C. 
McClelland, "Why Men and Nations Seek Success,"  Nation 's  Business, LI, 
No. 9 (September, 1963), 32-33, 72-79, passim.
40College Achievement and Progress in Management, Personnel 
Research Sec t ion ,  American Telephone and Telegraph Company (March,
1962).
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2. Supervisory a b i l i t y  i s  defined as the  e f f e c t iv e  u t i l i z a t i o n  
of whatever supervisory p ra c t ic e s  are  required by a p a r t i c u l a r  s i t u a t i o n .  
The d ifference  in  the capac i ty  t o  supervise  between l in e  workers and 
f i r s t  level managers i s  r e l a t i v e l y  small ,  but the re  i s  a subs tan t ia l  
d i f ference  in the  capaci ty  o f  middle managers over f i r s t  level managers 
and of  top managers over middle managers.
3. I n i t i a t i v e  i s  defined as the  a b i l i t y  to  ac t  independently, 
to begin action without  support  from o th e r s ,  and to  see a l t e r n a t iv e  
courses o f  action not r e a d i ly  apparent .
A s ig n i f i c a n t  d i f f e ren c e  in means on a t e s t  fo r  i n i t i a t i v e  
was found fo r  f i r s t ,  middle,  and top level managers. The means 
r e l a t e  p o s i t iv e ly  with l e v e l .
4. Se lf-assurance  means the ex ten t  to which the individual  
perceives himself able  to  make sound judgments and able  to  cope with 
any s i tu a t io n .  As with the  o th e r  f a c t o r s ,  se l f -a ssu rance  was found
to r e l a t e  in a p o s i t iv e  way to o rgan iza t ional  level with a subs tan t ia l  
d i f fe rence  between lower and middle managers and between middle and 
top managers.
5. A t e s t  f o r  perceived occupational level was used which 
describes to  what ex ten t  an individual  asp i res  to h igher level jobs 
and wants the r e s p o n s i b i l i t y  and p re s t ig e  assoc ia ted  with those jobs .  
While t h i s  f ac to r  also d i s t in g u ish es  lower managers from middle and 
top managers, the  scores o f  f i r s t  level  managers are  more c losely 
r e la ted  to  those of  l i n e  workers and scores o f  middle managers were
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more in l ine  with those o f  top managers, with a su b s ta n t ia l  gap
between middle and lower.41 G h ise l l i  concludes:
. . . t h a t  important to managerial success are the  t r a i t s  o f  
in t e l l i g e n c e ,  supervisory  a b i l i t y ,  i n i t i a t i v e ,  s e l f -a s su ran c e ,  
and perceived occupational  l e v e l .  I do not mean to  imply th a t  
success in management i s  determined so le ly  by these  f iv e  t r a i t s ,  
fo r  c e r t a in ly  the re  are many o th e r s .  Nevertheless, i t  does seem 
to  me th a t  these p a r t i c u l a r  f iv e  t r a i t s —i n te l l i g e n c e ,  supervisory 
a b i l i t y ,  i n i t i a t i v e ,  s e l f - a s s u r a n c e ,  and perceived occupational 
lev e l—play a key ro le  in managerial functions and th e re fo re  are 
major face ts  of managerial t a l e n t . 42
Porter  compared managers a t  f iv e  leve ls  fo r  d i f fe rences  in 
s t reng ths  o f  secu r i ty  needs, soc ia l  needs, esteem needs, autonomy 
needs, and s e l f - a c t u a l i z a t i o n  needs. Higher level managers placed 
g rea te r  emphasis on s e l f - a c t u a l i z a t i o n  and autonorny needs, but there  
were no differences across l e v e l s  in  th e  o th e r  th ree  c a t e g o r i e s . 43
Campbell e t  a l . ,  in an ex tens ive  review of  research s ta te d
th a t :
[There i s  good evidence] . . . t h a t  a f a i r l y  s izeab le  
port ion (30 to  50 percent)  o f  the  variance in general managerial 
e f fec t iveness  can be expressed in  terms of  personal q u a l i t i e s  
. . . such as high i n t e l l i g e n c e ,  good verbal s k i l l s ,  e f f e c t iv e  
judgment in handling managerial s i t u a t i o n s  and organizing s k i l l s ;  
d i spos i t ion  toward in te rp e rson a l  r e l a t i o n s h ip s ,  hard work, being 
a c t iv e ,  and taking r i s k s ,  and temperamental q u a l i t i e s  such as 
dominance, confidence, s t r a ig h t - fo rw ard n e ss ,  low anxie ty ,  and 
autonorny. 44
^ G h i s e l l i ,  "Managerial T a len t ,"  pp. 631-642.
42I b id . ,  p. 635.
43Lyman W. P o r te r ,  Organizational  Pat terns o f  Managerial Job 
Att i tudes  (New York: American Foundation fo r  Management Research, 
1964), pp. 19-23.
44John P. Campbell, Marvin D. Dunnette, Edward E. Lawler, and 
Karl E. Weick, Managerial Behavior, Performance, and Effect iveness  
(New York: McGraw-Hill Book Co., 1970), pp. 101-126.
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T ra i t  Theory - Evaluation
The r e s u l t s  of  the research reviewed in the  preceding sec t ions  
do not point  to  a consensus on the  proposi t ion t h a t  th e re  e x i s t s  a 
f i n i t e  number o f  t r a i t s  which are c h a r a c t e r i s t i c s  o f  e f f e c t i v e ,  
successful  leaders .  However, the re  i s  a good deal o f  evidence to 
support  the  contention t h a t  there  are s p e c i f i c  t r a i t s  which are 
assoc ia ted  with e f f e c t i v e ,  successful leadersh ip  in  s p e c i f i c  s i t u a t i o n s .
The reasons fo r  the  apparent lack o f  consensus on t h i s  issue 
are  varied .  Possible  explanat ions might appear as fo l lows:
1. There i s  no f i n i t e  number o f  t r a i t s  to  be found.
2. There are  global t r a i t s ,  but researchers  have been unable 
to  s e l e c t  o r  adequately measure crucia l  t r a i t s . 45
3. The problem o f  defining c r i t e r i o n  fo r  measuring e f f e c t i v e ­
ness and success i s  an ever  present hurdle f o r  r e s ea rch e r s .  There
i s  l i t t l e  agreement on s a t i s f a c to r y  c r i t e r i o n .  C r i te r io n  such as 
s a la ry ,  organizat ional  l e v e l ,  job eva lu a t io ns ,  o b je c t iv e  performance 
measures, and sub jec t ive  appra isa ls  of  peer ,  su p e r io r s ,  and subordinates 
a l l  have t h e i r  inheren t  d i s a d v a n t a g e s . 46
4. The samples used often r e f e r  to people in very d i f f e r e n t  
kinds o f  managerial p o s i t io n s .47
45p i l ley  and House, Managerial Process , p. 412.
46por discussions of  the c r i t e r i o n  problem see:  John P. 
Campbell, Marvin D. Dunnette, Edward E. Lawler, and Karl E. Weick, 
Managerial Behavior, Performance, and Effec t iveness  (New York: 
McGraw-Hill Book Co., 1970), pp. 101-126; Thomas W. H arre l1, Manager's 
Performance and Personal i ty  (Cincinnat i ,  Ohio: Southwestern 
Publishing Co., 1961), p p . 18-34.
47pi11ey and House, Managerial Process , p. 413.
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5. Certain pe rsona l i ty  t r a i t s  are of  questionable  s t a b i l i t y  
and i t  i s  l i k e ly  t h a t  t r a i t  changes and s i tu a t io n a l  d i f fe rences  may 
i n t e r f e r e  with p o s i t iv e  i d e n t i f i c a t i o n .
6. Some t r a i t s  may be necessary condit ions fo r  e f f e c t iv e  
l eadersh ip  in a p a r t i c u l a r  s i t u a t i o n ,  but may not  be s u f f i c i e n t  in 
and o f  themselves. Fur ther ,  i t  i s  l i k e ly  t h a t  required t r a i t s  a re  
d i s t r i b u t e d  widely and t h e i r  possession w i l l  not  d i f f e r e n t i a t e  
leaders  from non-leaders un t i l  the  t r a i t s  a re  combined with the 
s i t u a t i o n .  4**
7. The i d e n t i f i c a t i o n  o f  t r a i t s  i s  complicated by moderating 
s i t u a t i o n a l  fac to rs  such as (a) nature  of  the  o rgan iza t ion ,  (b) na ture  
o f  the  t a s k ,  (c) s ize  o f  the organizat ion and i t s  growth r a t e ,
(d) number o f  organizat ional  l e v e l s ,  and (e) span of control  f a c to r .
8. The " s e l f - s e l e c t io n "  process may in t e r f e r e  with the 
i d e n t i f i c a t i o n  o f  cause -e f fec t  r e l a t i o n s h ip s ,  p a r t i c u l a r ly  in the  
case o f  the  achievement motive. I f  ind iv idua ls  with high achievement 
needs a c tu a l ly  choose managerial jobs as means o f  s a t i s f y in g  those 
needs, then i t  can be concluded th a t  achievement motivation is  c a r r i e d  
in to  the  job and i s  not derived from i t .  The d if ferences  in achieve­
ment d r ive  between leaders and non-leaders might be explained by the  
d i f fe ren ces  in the  kind o f  expecta tions  people have about the  outcomes 
a t tached  to holding a leadersh ip  p o s i t i o n .49 The same argument may
48I b i d .
49Victor H. Vroom, Motivation in Management (New York:
American Foundation f o r  Management Research, 1965), pp. 59-66;
Victor  H. Vroom, "Organizational Choice, A Study of Pre and Post 
Decision Processes,"  Organizational Behavior and Human Performance,
I ,  No. 2 (December, 1966), 212-226.
hold in the  case of  e f f e c t i v e  versus less  e f f e c t i v e  and successful 
versus le s s  successful  leaders  when d i f fe rences  in achievement 
motivation are  noted.
Fes t inger  i d e n t i f i e d  an in te r a c t io n  e f f e c t  between organiza­
t ion  level and the  perception o f  ind iv idua ls  in pos i t ions  a t  the 
various l e v e ls .  I f  the  individual  did not perceive h is  pos i t ion  as 
a dead end and ra i sed  his  level of  a sp i r a t io n ,  the achievement motive 
tended to take on a g r e a t e r  importance. I f ,  however, the posi t ion  was 
perceived as a dead end, the  in d iv id u a l ' s  family and outs ide  i n t e r e s t s  
took on a g r e a te r  importance. In genera l ,  the  value and motive 
o r i e n ta t io n s  o f  those  s tud ied  by Fest inger  did not change appreciably 
over a period o f  y e a r s ,  as they were promoted to  higher  and higher
l e v e l s . 50
T r a i t  Theory Conclusions
Based on the  foregoing review of the research bearing on the 
t r a i t  approach to the i d e n t i f i c a t i o n  o f  d i f fe rences  between leaders 
and non- leaders ,  e f f e c t i v e  leaders  and le s s  e f f e c t i v e  le a d e r s ,  and 
successful  versus le s s  successful  leaders ,  and on the  more extensive 
review o f  research by Campbell, e t  a l . ,  t h i s  researcher  concludes the 
following:
1. A consensus o f  opinion on the proposi t ion  th a t  there  i s  a 
f i n i t e  number o f  i d e n t i f i a b l e  c h a r a c t e r i s t i c s ,  or  t r a i t s ,  o f
50Leon F es t inger ,  A Technical Study o f  Some Changes in 
A t t i tudes  and Values Following Promotion in General E le c t r i c  
(Cro tonv i l le ,  New York: Behavioral Research Service ,  1964).
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successful  and e f f e c t i v e  leaders  and t h a t  these  t r a i t s  d i f f e r e n t i a t e  
the  successful  from the  unsuccessfu l ,  does not e x i s t  a t  t h i s  time.
2. The lack o f  consensus i s  very l ik e ly  due to (a) the lack 
o f  agreement on c ruc ia l  t r a i t s ,  (b) the  methodological problems, and 
(c) the  confounding e f f e c t s  of  s i t u a t i o n a l  va r iab les .
3. Some t r a i t s  may be necessary condit ions fo r  e f f e c t iv e  
leadersh ip ,  but  may not be s u f f i c i e n t  in and o f  themselves.
4. The f a c to r s  o f  i n i t i a t i v e  and perceived occupational 
level o r  achievement d r iv e ,  as i d e n t i f i e d  by Ghise l l i  and o th e r s ,  
appear to be important  to  managerial success and are  t r a i t s  which 
can be supported as those  c lo se ly  r e l a t e d  to the  demands o f  the 
managerial ro le .
5. On the  bas is  of G h i s e l l i ' s  work, i d e n t i f i c a t i o n  of  
crucial  t r a i t s  appears to be a more promising prospect  than the 
wri t ings  of  ea r ly  researchers  suggest .
6. I t  i s  apparent t h a t  continuing research d i rec ted  toward 
the i d e n t i f i c a t i o n  o f  manager-1eader t r a i t s  should id e n t i fy  as many 
s i tu a t io n a l  va r iab les  as poss ib le  which may e x i s t  as intervening 
var iab les .
Behavioral Theory
While t r a i t  theory a ttempts to  explain  leadership  in  terms 
o f  what the leader  i s ,  the behavioral  theory attempts to expla in 
leadership in terms o f  what the  l eader  does.
Fi11ey and House have c l a s s i f i e d  four  types o f  leadership  
which have been given a good deal o f  a t t en t io n  in theory and in
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research:  a u to c r a t i c ,  supportive ( p a r t i c i p a t i v e ) ,  in s t rum en ta l ,  and
"grea t  man."
The a u to c r a t i c  leader i s  one who: issues  commands on the
basis  o f  rewards and punishments, i s  a rb i t r a r y  in decision-making and 
dogmatic in r e l a t i o n s  with subordinates,  seldom gives reasons fo r  or 
explains his  a c t io n s ,  and is  h e s i ta n t  to accept suggest ions t h a t  run 
counter to his  opinions .
The support ive  leader  i s  one who: s t r i v e s  to  c r e a t e  a
favorable soc ia l  c l imate  in which subordinates w i l l  want to  do t h e i r  
b e s t ,  s o l i c i t s  group p a r t i c ip a t io n  in decision-making and bases his  
dec is ions ,  when poss ib le ,  on opinions derived from the  group, and 
uses general r a th e r  than close supervision and encourages individual  
i n i t i a t i v e .
The instrumental  leader  i s  one who: e x h ib i t s  r a t i o n a l -
i n t e l l e c t u a l  behavior ,  plans,  organizes , c o n t r o l s ,  and coordinates  
the a c t i v i t i e s  of  h is  subordinates ,  attempts to control  a v a i la b le  
resources in order  to use them in the most e f f e c t iv e  way, and may 
adopt e i t h e r  an a u to c ra t i c  or supportive s t y l e .
The "g rea t  man" theory c a l l s  for  the  use o f  instrumental  
behavior and support ive  behavior. The e f f e c t iv e  l e a d e r :  performs
the funct ions o f  planning, organizing,  c o n t r o l l i n g ,  and coordina t ing ,  
i s  support ive  in t h a t  he fo s te rs  member i n te r a c t io n  and represen ts  
the group, and wil l  be an e f f e c t iv e  leader  in any s i t u a t i o n .^ *
5*Fil ley  and House, Managerial Process, pp. 393-395.
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The proposi t ions  to  be evaluated in t h i s  s ec t io n  a re :  
Proposit ion 2
The e f f e c t i v e  leader  i s  charac ter ized  by suppo r t ive ,  employee- 
o r ie n te d ,  democratic behavior, uses general su p e rv is ion ,  and i s  
cons idera te  of his subord ina te s .52
Proposit ion 3
The e f f e c t i v e  l eader  i s  charac ter ized  by the  performance of 
instrumental  funct ions in the achievement o f  group goa ls .  These 
funct ions con s is t  of  planning, organizing,  coo rd ina t ing ,  d i r e c t i n g ,  
and con t ro l l in g  the  work o f  his subord ina tes .53
Proposit ion 4
The e f f e c t i v e  leader  i s  charac ter ized  by both support ive  and 
instrumental  leadersh ip  behavior .54
Proposit ion 2 (Supportive Theory)
The e f f e c t i v e  leade r  is  charac ter ized  by suppor t ive  employee- 
o r ie n te d ,  democratic behavior,  uses general supe rv is io n ,  and is 
cons idera te  o f  his  subordinates.
Generally,  the  s tud ies  included in t h i s  po r t ion  o f  the review 
have d e a l t  with the  e f f e c t s  of  supportive  leader  behavior  versus 
non-supportive or  a u to c r a t i c  behavior.
In support of  Proposition two, and in order  o f  occurrence, are  
the  following s tu d ie s .
In a 1940 repo r t  of an experimental study of  th e  e f f e c t s  o f  
democratic and a u to c r a t i c  atmospheres, L ip p i t t  found t h a t  the  
democratic atmosphere led to  less  aggress ive behavior ,  le s s  
dependency on the  l e a d e r ,  g rea te r  group cohesiveness,  and l e s s
52I b i d . ,  p. 397. 
53Ibid.
54ib id .
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d iscon ten t  than the  a u to c ra t i c  atmosphere. The e f f e c t s  o f  th e  two 
on production were not cl e a r . 55 Katz, Maccoby, and Morse, and Katz 
and Kahn found supportive  behavior r e la ted  pos i t ive ly  to  subordinate  
p r o d u c t i v i t y .56 In 1952, Moore and Smith, and in 1953, Moore, found 
support ive  leader  behavior assoc ia ted  with subordinate s a t i s f a c t i o n  
in a m i l i t a r y  s e t t i n g . 5^
Comrey, P f i f f n e r ,  and High found supportive leader  behavior 
c o r r e la t e d  with p o s i t iv e  a t t i t u d e s  and s a t i s f a c t i o n  of subordinates 
and p roduc t iv i ty  in in d u s t r ia l  p l a n t s ,  in fo re s t  work, and in 
government o rgan iza t ions .  Also, in the same year ,  Hemphill reported  
s i m i l a r  r e s u l t s  in  a school adminis t ra t ion  s e t t i n g . 58
55Ronald L ip p i t t ,  "An Experimental Study of  the  Effec ts  o f  
Democratic and Autocra t ic  Atmospheres," University o f  Iowa Studies 
in Child Welfare, No. 16 (1940), 45-195.
56Daniel Katz, N. M. Maccoby, and Nancy Morse, P r o d u c t iv i ty , 
Supervision and Morale in an Office S i tuat ion  (Survey Research 
Center , Univers i ty  o f  Michigan, 1950); Daniel Katz and Robert L.
Kahn, "Leadership P rac t ices  in Relation to Productiv i ty  and Morale," 
in Group Dynamics: Research and Theory, ed. by Dorwin Cartwright
and Alvin Zander (New York: Harper & Row, 1953).
8A]ohn V. Moore and Robert G. Smith, J r . ,  Aspects o f  
Non-Commissioned O ff ice r  Leadership (Technical Report, USAF Human 
Resources Research Center, 1952); John V. Moore, Factor Analytic  
Comparisons o f  Superior  and Subordinate Ratings of  Same NCO 
Supervisors (Technical Report, USAF Human Resources Research Center,  
1953).
^Andrew L. Comrey, John McDonald P f i f fn e r ,  and W. S. High, 
Factors Influencing Organizational Effect iveness (Univers i ty  o f  
Southern C a l i fo rn ia  Bookstore, 1954); John K. Hemphill, "Relations 
Between the Size o f  the Group and the Behavior of Superior  Leaders,"  
Journal of  Social Psychology, XXXII, F i r s t  Half (August, 1950), 11-22.
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In a study o f  c l e r i c a l  departments,  Morse and Reimer 
discovered t h a t  a u to c r a t i c  leade rsh ip  combined with c en t ra l ized  
con tro l ,  and t h a t  democratic leadersh ip  matched with decen tra l ized  
control .  Both r e su l te d  in inc reases  in p ro d uc t iv i ty ,  however, the  
a u to c ra t i ca l ly  supervised group became d i s s a t i s f i e d  and the  demo­
c r a t i c a l l y  supervised group became more s a t i s f i e d ,  and had less  
turnover  and fewer g r iev a n ce s .59
Danielson and Maier, and Baumgartel found a p o s i t iv e  
r e la t io nsh ip  between support ive  leadersh ip  and subordinate  a t t i tu d e s  
and job s a t i s f a c t i o n  in an i n d u s t r i a l  s e t t i n g  and in research 
labora to r ies  r e s p e c t iv e ly .60
In two reviews o f  e a r ly  research ,  Gibb, and Jennings suggest 
t h a t  there  i s  a general tendency f o r  democratic leaders to  have teams 
which are s a t i s f i e d ,  coopera t ive ,  and p r o d u c t i v e . 61 Argyle found a
S^Nancy C. Morse and E vere t t  Reimer, "The Experimental Change 
o f  a Major Organizational V ar iab le ,"  Journal of Abnormal and Social 
Psychology, LII,  No. 1 (January,  1956), 120-129.
60Lee E. Danielson and Norman R. F. Maier, "Supervisory 
Problems in Decision Making," Personnel Psychology, X, No. 2 
(Summer, 1957), 169-180; Howard Baumgartel, "Leadership, Motivat ions,  
and Att i tudes in Research L abora to r ies ,"  Journal o f  Social I s s u e s , 
XII, No. 2 (1956), 24-31; Howard Baumgartel, "Leadership Sty le  as a 
Variable in Research Adminis tra t ion ,"  Adminis trat ive Science 
Quarter ly , I I ,  No. 3 (December, 1957), 344-360.
61Cecil A. Gibb, "Leadership,"  Handbook of Social Psychology, 
ed. by Gardner Lindzey, II  (Reading, Mass.: Addison-Wesley, 1954), 
877-917; Eugene E. Jennings,  "The Democratic and A uthor i ta r ian  
Approaches: A Comparative Survey o f  Research Findings," in  Problems 
and Pract ices  in In d u s t r ia l  R e la t io n s , Report No. 16 (New York: 
American Management A ssoc ia t ion ,  1958).
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p os i t iv e  r e l a t i o n s h ip  between supportive behavior and subordinate  
a t t i t u d e s ,  job s a t i s f a c t i o n ,  and p roduc t iv i ty  in an in d u s t r ia l  
pi a n t . 62
In 1960, Indik,  Seashore, and Georgopoulos and Patchen 
reported supportive  behavior r e la t in g  to  subordinate  s a t i s f a c t i o n  
and p roduc t iv i ty  in an in d us t r ia l  s e t t i n g .  In the  same y e a r ,  
Spector,  Clark,  and Glickman found s im i l a r  r e s u l t s  in a m i l i t a ry  
sample, and Seeman in a sample o f  school a d m in i s t r a to r s .63 In a 
labora tory  experiment, Day and Hamblin found t h a t  under supportive 
t rea tment  subordinates increased p roduc t iv i ty  a f t e r  the  change from 
a u to c ra t i c  t rea tm ent .  Similar  r e s u l t s  were found by Schacter ,  
Fes t inger ,  WiHerman, and Hyman, and DeCharms and Bridgeman.6^
^Michael  Argyle, Godfrey Gardner, and Frank C io f f i ,  "The 
Measurement o f  Supervisory Methods," Human R e la t io n s , X, No. 4 
(November, 1957), 295-313.
63Bernard P. Indik, Stanley E. Seashore, and Basil S. 
Georgopoulos, "Relationships Among C r i t e r i a  o f  Job Performance," 
Journal o f  Applied Psychology, XLIV, No. 3 (June,  I960), 195-202; 
Martin Patchen, "Absence and Employee Feeling About Fa ir  Treatment,"
Personnel Psychology, XIII ,  No. 3 (Autumn, 1960), 349-360; Aaron J .  
Spector, Russell A. Clark, and Albert S. Glickman, "Supervisory 
C h a ra c te r i s t i c s  and Att i tudes  o f  Subordinates ,"  Personnel Psychology, 
XIII ,  No. 3 (Autumn, 1960), 301-316; Melvin Seeman, Social Status  
and Leadership: The Case of  the  School Executive (Bureau of  
Educational Research, The Ohio S ta te  Univers i ty ,  1960).
64Robert C. Day and Robert L. Hamblin, Some Effects  o f  Close 
and Punit ive Styles  o f  Supervision (Technical Report,  Contract N 0NR 
816 ( l l ) ,  S t .  Louis, Mo.: Washington U nivers i ty ,  1961); Stanley
Schacter ,  Leon Fes t inger ,  Ben Willerman, and Ray Hyman, "Emotional 
Disruption and Indus t r ia l  P roduc t iv i ty ,"  Journal of  Applied 
Psychology, XLV, No. 4 (August, 1961), 201-213; R. DeCharms and 
W. Bridgeman, Leadership Compliance and Group Behavior (Technical 
Report 9, Contract N 0NR 816 (11),  St .  Louis, Mo.: itfashington 
U nivers i ty ,  1961).
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In L ik e r t ' s  1961 review of  research conducted by the  
Univers i ty  of  Michigan research s t a f f ,  th e  conclusions were t h a t  
supervisors  o f  high product iv i ty  groups exh ib i ted  more supportive  
behavior than those o f  low product iv i ty  groups.65 Blau and Scott  
reported t h a t  supportive leader  behavior has p o s i t iv e  e f f e c t s  on 
group and individual p ro d u c t iv i ty .66 Fleishman and Harris  reported 
supportive l eader  behavior as r e l a t i v e ly  negative  to  turnover  and 
grievance r a t e s . 67
Oaklander and Fleishman, in 1964, concluded t h a t  where 
leaders  use a supportive  s t y l e ,  there  i s  l e s s  in tragroup  s t r e s s  and 
more cooperation among group m e m b e r s .66 —
Korman, in a review of  research using the  Ohio S ta te  
considera tion s c a le ,  found th a t  in groups with leaders  scoring high 
on cons idera t ion ,  subordinate  s a t i s f a c t i o n  was h ig h .69
65Rensis L ikert, New Patterns o f  Management (New York: 
McGraw-Hill Book Co., 1961), pp. 119-139.
66peter M. Blau and William R. S c o t t ,  Formal Organizations 
(San Francisco: Chandler, 1962), pp. 150-164.
67Edwin A. Fleishman and Edwin H a r r i s ,  "Pa t te rns  of  Leadership 
Behavior Related to  Employee Grievances and Turnover," Personnel 
Psychology, XV, No. 1 (Spring, 1962), 43-56.
68Harold Oaklander and Edwin A. Fleishman, "Pa t te rns  o f  
Leadership Related to  Organizational S t re ss  in Hospital  S e t t in g s , "  
Adminis trat ive Science Quarter ly , VIII ,  No. 4 (March, 1964), 520-532.
69Abraham K. Korman, "Consideration, I n i t ia t in g  Structure, and 
Organizational C r iter ia —A Review," Personnel Psychology, XIX, No. 4 
(Winter, 1966), 349-361.
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The following s tud ies  lend contrary  evidence to Proposit ion
two.
McCurdy and Eber reported no s i g n i f i c a n t  d i fferences  in 
p ro d u c t iv i ty  under a u to c r a t i c  versus democratic superv is ion .?0 Gibb 
found t h a t  subordinates with a u th o r i t a r i a n  tendencies responded 
b e t t e r  to  a u th o r i t a r i a n  l e a d e r s . ?*
In 1955, Shaw reported t h a t  a u to c r a t i c a l ly  supervised groups 
tended to requ i re  l e s s  time to  solve problems and made fewer mistakes 
than democrat ically  supervised g roups .73 Spector and S u t t e lV s  1957 
study o f  naval t r a in ee s  revealed no s i g n i f i c a n t  d if ferences  which 
could be a t t r i b u t e d  to leadersh ip  s t y l e . 73
Foa found th a t  both a u to c ra t i c  and democratic leaders are 
more l i k e l y  to  be s a t i s f i e d  workers when they conform to subord ina te ,  
expec ta t ions .
French, I s r a e l ,  and As reported  t h a t  Scandinavian workers do 
not perceive p a r t i c ip a t io n  as l eg i t im a te  as do t h e i r  American
?°Harold G. McCurdy and Herbert W. Eber, "Democratic Versus 
A u th o r i ta r ian :  A Further Inves t iga t ion  o f  Group Problem-Solving," 
Journal of  P e r so n a l i ty , XXII, No. 2 (December, 1953), 258-269.
71Gibb, "Leadership,"  pp. 877-917.
72Marvin E. Shaw, "A Comparison o f  Two Types of Leadership in 
Various Communication Nets," Journal o f  Abnormal and Social Psychology, 
L, No. 1 (1955), 127-134.
73Paul Spector and B. S u t t e l l ,  An Experimental Comparison o f  
the E ffect iveness  of  Three Pa t te rns  o f  Leadership Behavior (American 
I n s t i t u t e  f o r  Research, 1957).
?4uriel Foa, "Relation to Worker's Expectation to  S a t i s ­
fac t io n  with Supervisor ,"  Personnel Psychology, X (1957), 161-168.
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counte rpar ts ,  and t h a t  t h i s  perception a f f e c t s  s a t i s f a c t i o n  and 
product iv i ty .  75
Vroom and Mann discovered t h a t  d e s i rab le  performance may 
r e s u l t  from p a r t i c i p a t i v e  leadersh ip  when subordinates have a high 
need for  independence and a preference  fo r  non-au thor i ta r ian  values, 
but not under opposi te  c o n d i t i o n s .76 Patchen concluded t h a t  close 
supervision does not ne ce ssa r i ly  reduce subordinate  freedom to do 
the work in t h e i r  own way and t h a t  close supervis ion and employee 
o r ien ta t io n  may go t o g e t h e r . 77 Sales found no d if fe rence  in groups 
producing under the two s t y l e s  o f  a u to c ra t i c  and supportive behavior 
in a labora tory  s e t t i n g . 7®
Conclusions Per ta in ing  to  Proposit ion 2
The foregoing f ind ings  suggest :
1. The e f f e c t s  o f  support ive  leadership  s ty l e  depend on what 
dimension i s  being s t u d i e d - p a r t i c i p a t i v e  superv is ion ,  considerate
75john R. P. French, J r . ,  Joachim I s r a e l ,  and Dagfinn As,
"An Experiment on P a r t i c ip a t io n  in a Norwegian Factory: In te rp e r ­
sonal Dimensions o f  Decision Makinq," Human Rela t ions ,  XIII ,  No. 1 
(February, 1960), 3-19.
76victor  Vroom and Floyd C. Mann, "Leader Authori tarianism 
and Employee A t t i tu d e s , "  Personnel Psychology, XIII ,  No. 2 (Summer,
1960), 125-139.
77Martin Patchen, "Supervisory Methods and Group Performance 
Norms," Administra t ive  Science Quarter ly ,  VII, No. 3 (December, 1962), 
275-294.
78Stephen M. Sa les ,  "Supervisory S ty le  and Productivi ty :
Review and Theory," Personnel Psychology, XIX, No. 3 (Autumn, 1966), 
275-285.
supervis ion,  o r  closeness o f  superv is ion .  All dimensions have been 
employed to mean support ive  behavior.
2. The e f f e c t s  o f  support ive  behavior depend on the  needs 
and expectations o f  the  su b o rd in a te s .79
3. Supportive leadersh ip  can general ly  be associated  with 
subordinate s a t i s f a c t i o n ,  less  group s t r e s s ,  lower tu rnover ,  lower 
absenteeism and gr ievance r a t e s ,  and b e t t e r  cooperation among group 
members.
4. No c o n s i s te n t  evidence has been found to support the 
proposit ion t h a t  support ive  l eadersh ip  wil l necessa r i ly  cause higher 
p roduct iv i ty .  (There i s  some evidence t h a t  the  inverse  i s  t r u e . )
5. The a c c e p ta b i l i t y  o f  the kinds o f  leader  behavior employed 
will very l ik e ly  depend on s i t u a t i o n a l  va r iab les  such as s iz e  o f  the 
organiza t ion ,  o rgan iza t iona l  l e v e l ,  span of  con tro l ,  time allowed for  
decision making, t a sk  d i f f i c u l t y ,  and p e rs o n a l i t i e s  o f  su pe r io rs ,  
peers,  and subord ina tes .
Generally, the  p roposi t ion  t h a t  the e f f e c t i v e  leader  is  
charac ter ized  by suppor t ive ,  employee-oriented, democratic behavior, 
uses general supe rv is ion ,  and i s  cons idera te  of his subordinates ,  can 
n e i th e r  be f u l ly  supported nor r e j e c te d .
Proposi t ion  3
The e f f e c t i v e  lead e r  i s  charac te r ized  by the performance of 
instrumental func t ions  in the achievement of  group goals .  These 
functions co n s i s t  o f  planning,  o rgan iz ing ,  coordinat ing ,  d i rec t in g ,  
and c on tro l l ing  the work o f  subordina tes .
^ F i l l e y  and House, Managerial Process, p. 404.
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The bulk of research on instrumental  leadership  comes from 
the  Ohio S ta te  leadership  research  s t a f f ,  the  Univers i ty  of Southern 
C a l i fo rn ia  researchers ,  and from the  Univers i ty  of  Michigan Research 
Center.
The Ohio State  group i s o l a t e d  " i n i t i a t i n g  s t ru c tu re"  as one 
o f  two basic dimensions of leade rsh ip  behavior .88
I n i t i a t i n g  s t ru c tu re  i s  defined  as the  ex ten t  to which an 
individual  is  l ik e ly  to  define  and s t r u c tu r e  his  ro le  and those o f  
his  subordinates toward goal a t ta inm ent .  A high score o f  t h i s  
dimension charac ter izes  ind iv idua ls  who play a more ac t ive  ro le  in 
d i r e c t in g  group a c t i v i t i e s  through planning,  communicating informa­
t io n ,  scheduling and t ry ing out new ideas.®1 Thus, answers to  th i s  
Ohio S ta te  quest ionnaire  are  sa id  t o  be an ind ica t ion  o f  the ex ten t  
to which a manager-1eader uses instrumental  leadership .
The University of Southern C a l i fo rn ia  s t a f f  developed a ten 
quest ion sca le  which also i s  sa id  to  measure the  i n i t i a t i n g  s t r u c tu r e  
v a r iab le .  High scores are c h a rac te r ized  by subordinates who organize 
work, define r e sp o n s ib i l i ty  and a u th o r i ty ,  and schedule a c t i v i t i e s .
Also, a dimension cal led  "formal izat ion"  i s  used to  measure the  degree 
to  which an organization opera tes according to  job d e sc r ip t io n s ,  work 
r u l e s ,  procedures, and o ther  formal ro le  p re s c r ip t io n s .
®®Ralph M. S togdil l  and Alvin E. Coons, Leader Behavior: I t s
Description and Measurement (Research Monograph 88, Bureau of  Business 
Research, The Ohio S ta te  U nivers i ty ,  1957).
81Edwin A. Fleishman and David A. Pe te rs ,  "Interpersonal  Values, 
Leadership Att i tudes and Managerial Success,"  Personnel Psychology, XV, 
No. 2 (Summer, 1962), 127-143.
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The s tu d ie s  o f  S touffe r ;  Katz, Maccoby, and Morse; Harr is ;  
Moore and Smith; Moore; Katz and Kahn; Hal pin; Comrey, P f i f f n e r ,  and 
High; Halpin and Winer; tend to  support Proposit ion t h r e e . ^
All of  the  above s tud ies  provide evidence which r e l a t e  high 
scores on instrumental  behavior to high ra t in g s  o f  super io rs  and 
ob jec t ive  e f fe c t iv eness  measures such as p ro d u c t iv i ty ,  c o s t ,  and 
scrap.
Contrary to  the  above observations are  those  o f  Korman and 
Lowin, Hrapchak, and Kavanagh.
In a 1966 review of  research done on using the  i n i t i a t i n g  
s t r u c tu r e  f a c to r  o f  the  Ohio S ta te  group, Abraham Korman concluded 
t h a t  i t s  p red ic t iv e  s ign i f icance  has not  been demonstrated and th a t
82samuel A. S to u f fe r ,  Edward A. Suchman, Lei and C. DeVinney, 
Shir ley  A. S ta r ,  and Robin M. Williams, J r . ,  The American Sold ier  
(Pr inceton,  N .J . :  Princeton University  Press ,  1949); Katz, Maccoby,
and Morse, P roduc t iv i ty ,  Supervision and Morale; Edwin A. H arr is ,  
"Measuring In du s t r i a l  Leadership and i t s  Implica t ions fo r  Training 
Supervisors" (unpublished Ph.D. d i s s e r t a t i o n ,  Department of 
Psychology, The Ohio S ta te  Univers i ty ,  1952); Moore and Smith, 
Non-Commissioned Off icer  Leadership; Moore, NCO Superv iso rs , Katz 
and Kahn, "Leadership P rac t ices" ;  Andrew W. Halpin, "The Leadership 
Behavior and Combat Performance o f  A i r c r a f t  Commanders," in Leader 
Behavior: I t s  Description and Measurement, ed. by Ralph M. Stogdi l l
and Alvin E. Coons (Research Monograph 88, Bureau o f  Business Research, 
The Ohio S ta te  Univers i ty ,  1957), 52-64; Comrey, P f i f f n e r ,  and High, 
Factors Influencing Organizational E f fe c t iv e n e s s ; Andrew W. Halpin 
and B. James Winer, "A Factor ia l  Study o f  Leader Behavior Descrip t ion,"  
in Leader Behavior: I t s  Description and Measurement, ed. by Ralph M.
Stogdi l l  and Alvin E. Coons (Research Monograph 88, Bureau o f  Business 
Research, The Ohio S ta te  Univers i ty ,  1957), 39-51.
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s i tu a t io n a l  var iab les  such as the  s i z e  o f  the  company, o rgan iza t iona l  
l e v e l ,  and subordinate  a t t i t u d e s  appear to  modify the  r e l a t io n s h ip  
between instrumental behavior and various c r i t e r i a  of effect iveness .®®
In 1969, Lowin, Hrapchak, and Kavanagh reported no s i g n i f i c a n t  
r e l a t io n s h ip  between i n i t i a t i n g  s t r u c tu r e  and p rod u c t iv i ty .  Fur ther ,  
the  in tervening  var iab les  such as the  complexity o f  the  t a s k ,  the  
e x p e r t i s e  o f  the  subordinate ,  the  e x p er t i s e  o f  the su pe rv iso r ,  and 
the  need f o r  i n t e r u n i t  coordination a f f e c t  the  r e l a t i o n s h ip  o f  
i n i t i a t i n g  s t r u c tu r e  and e ffect iveness .®^
Conclusions Per ta in ing  to  Instrumental Behavior - Proposit ion 3
1. Instrumental leadership  has been assoc ia ted  with higher 
group p roduc t iv i ty  and g rea te r  c e r t a in ty  and d i r e c t io n .
2. The e f f e c t s  of instrumental  behavior may depend on 
s i t u a t i o n a l  va r iab les  such as the  s ize  o f  the  company, organ izat ional  
l e v e l ,  task  demands, and the c h a r a c t e r i s t i c s  of  super io rs  and 
subordinates .
3. The a b i l i t y  of  the various sca le s  designed to  t e s t  fo r  
instrumental  behavior to  p red ic t  supe r io r  leade r  performance has not 
been demonstrated.
®3|<orman, " I n i t i a t i n g  S t ru c tu re —A Review," pp. 351-360.
84Aaron Lowin, William J .  Hrapchak, and Michael J .  Kavanagh, 
"Considerat ion and I n i t i a t i n g  S t ruc tu re :  An Experimental I n v e s t i ­
gation o f  Leadership T r a i t s , "  Adminis trat ive Science Q u a r te r ly , XIV, 
No. 2 (June, 1969), 238-252.
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Proposit ion 4 (Great Man Theory)
The e f f e c t i v e  leader  i s  charac ter ized  by both supportive and 
instrumental  leadersh ip  behavior. (He i s  able  to  demonstrate a high 
concern fo r  task  as well as people .)
A number o f  s tud ies  found t h a t  supervisors r a t e  leaders  
highly i f  they demonstrate instrumental  behavior and subordinates 
judge leaders  as e f f e c t iv e  i f  they demonstrate considerate  behavior.®5
Several s t u d i e s ,  p a r t i c u l a r l y  those o f  the  Ohio group, 
conclude t h a t  those who score high on instrumental behavior and 
considera t ion  wil l  be ra ted  as the  most e f f e c t iv e  leaders.®® These 
f indings tend to  support Proposit ion four.
This researcher  was unable to  f ind evidence which was 
contrary to Proposit ion four.
Conclusions Per ta in ing  to  Proposit ion 4
1. Most of the s tud ies  pe r ta in in g  to  behavioral theory 
support the  proposi t ion t h a t  e f f e c t i v e  leaders wil l  general ly  be 
charac te r ized  by both instrumental  .and supportive behavior.
2. However, the re  i s  evidence (as discussed under s i t u a t i o n a l  
leadership)  to  suggest  t h a t  d i f f e r e n t  s i t u a t io n s  may cal l  f o r  emphasis 
on one r a th e r  than the o th e r ,  i f  the  leader  i s  to  be e f f e c t iv e .
8®Stouffer, e t  a l . ,  The American S o ld ie r ; Moore and Smith, 
Non-Commissioned Off ice r  Leadership; Moore, NCO Supervisors.
®®Halpin, "Leadership Behavior o f  A irc ra f t  Commanders," 
pp. 19-22; Halpin and Winer, "Leader Behavior Description";
Fleishman and Harr is ,  "Pat terns of  Leadership Behavior," pp. 43-56; 
Oaklander and Fleishman, "Leadership Related to Organizational S t r e s s , "  
pp. 520-532.
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Behavioral’ Theory Conclusions
As in the  case o f  t r a i t  theory ,  the re  are  s tu d ies  which 
support and negate the  p ropos i t ions  o f  behavioral theory.  The two 
approaches to  the  studying o f  leadersh ip  have the  following 
commonalities:
1. Both deal with l im i te d  aspects  o f  the leadersh ip  process— 
t r a i t  theory with what the  l ea d e r  i s —and behavioral theory with 
what the leader  does.
2. Both approaches tend to  play down the  impact o f  both 
subordinates '  and su p e r io rs '  expecta tions and perceptions and 
organizational  o f  s i t u a t i o n a l  aspects  which a f f e c t  the  manager- 
l e a d e r ' s  ro le  behavior.
3. Both are  plagued by the e lus iveness  o f  measurable 
personal i ty  and behavioral dimensions which can be id e n t i f i e d  as 
r e la t in g  to the  demands o f  th e  managerial ro le .
4. Both approaches have y e t  to  provide f ac to r s  which are 
general ly accepted as having p red ic t iv e  v a l id i ty .
From behavioral research  the  following conclusions appear to 
be in order:
1. Further  at tempts  t o  define  an " idea l"  s t y l e  o f  leadership 
behavior w i l l  very l i k e l y  f a i l .
2. S i tua t iona l  d i f fe ren c e s  demand a t t e n t io n  to  appropria te  
s ty le s  fo r  each s i t u a t i o n  or  a t  l e a s t  c lasses  of s i t u a t i o n s .
3. While considerable  evidence points  to  the  need fo r  a 
combination of support ive  and instrumental behavior , some researchers
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are  skeptical  o f  the a b i l i t y  and/or  wi l l ingness  of many to  behave
accord ingly .87
S i tu a t io n a l  Theory
Based on the research done in the  area o f  t r a i t  and 
behavioral leadership  theory ,  i t  i s  contended by s i t u a t i o n a l  t h e o r i s t s  
t h a t  leadership must be expla ined in terms of the  in te r a c t io n  between 
the  manager-1eader and the  s i t u a t i o n a l  var iab les  in the  organizat ion .  
Thus, research conducted by those  who hold a s i tu a t io n a l  perspect ive 
seeks s i tu a t io n a l  va r iab les  which allow or cause c e r ta in  types of  
leader  behavior to  be e f f e c t i v e . 88
According to s i t u a t i o n a l  th e o r ie s  o f  l eadersh ip ,  the  behavior 
o f  a leader  varies  according to  (1) the  personal i ty  o f  the  leader ,
(2) the requirements of the  task  of  both the  leader  and o f  fo l lowers ,
(3) the p e rso n a l i t i e s  ( a t t i t u d e s ,  needs, and expecta t ions)  of  
fo l lowers ,  and (4) the  o rgan iza t ional  and physical environment of 
the  group.89
F i r s t ,  leadership  i s  always r e l a t i v e  to the  s i t u a t i o n .  This 
r e l a t i v i t y  may be broken down with respect  to each o f  the  major 
variables  in the  s i t u a t i o n :  (a) I t  i s  r e l a t i v e  to  the  group task
and goal. Individual accession to  the  leader  ro le  i s  dependent 
upon the group goal , in  the  sense t h a t  the  goal determines the 
needs which he must appear to  s a t i s f y  by v i r tue  o f  his  p a r t i c u l a r  
combination of re lev an t  a t t r i b u t e s .  There i s  a f u r t h e r  dependence 
upon a group goal. In so fa r  as t h e r e  can be no leadersh ip  in the 
abstract*  i t  must be toward a goa l ,  however weakly t h a t  goal may
8?For example se e ,  Fred E. F ie d le r ,  "Engineer the  Job to  F i t  
the  Manager," Harvard Business Review, XLIII, No. 5 (September, 1965), 
115-122.
88Fil ley and House, Managerial Process , p. 396.
89ibid.
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be valued, (b) I t  i s  r e l a t i v e  to  group s t r u c tu r e  o r  organ iza t ion .  
Leader behavior i s  determined in la rg e  p a r t  by the  nature  o f  the 
organization in  which i t  occurs,  (c) I t  i s  r e l a t i v e  to  the 
populat ion c h a r a c t e r i s t i c s  o f  th e  group o r ,  in o ther  words, to  
the a t t i tu d e s  and needs o f  the  fo l low ers .  The leader  inev i tab ly  
embodies many o f  the  q u a l i t i e s  o f  the  fo l low ers ,  and the r e l a t i o n  
between the  two may be so c lose  t h a t  i t  i s  o f ten  d i f f i c u l t  to  
determine who a f f e c t s  whom and t o  what ex te n t .  For t h i s  reason 
i t  i s  poss ible  for  leadersh ip  to  be nominal only.
Second, the  basic psychology o f  the  leadersh ip  process i s  t h a t  
o f  socia l  in te rac t io n .  I t  i s  d i s t i n c t l y  a q u a l i ty  o f  a group 
s i t u a t io n .  No individual  can be conceived o f  as a leader  un t i l  
he shares a problem with o th e r s ,  u n t i l  he communicates with them 
about the  problem, un t i l  he has succeeded in e n l i s t i n g  t h e i r  
support in giving expression to h is  ideas .  Leader and fol lower 
must be united by common goals and a sp i r a t io n s  and by a will  to  
lead,  on one s id e ,  and a w i l l  t o  follow on the o th e r ,  i . e . ,  by a 
common acceptance o f  each o ther .  I t  i s  a co ro l la ry  o f  t h i s  
p r inc ip le  t h a t  the leader  must have membership charac te r  in the  
group which sponsors him f o r  t h a t  r o l e ,  because leader  and 
followers are interdependent .  The leader  must be a member o f  the  
group, and must share i t s  norms, i t s  o b je c t iv e s ,  and i t s  
a sp i r a t io n s .
F inally ,  given group-membership cha rac te r  . . . leader  s t a tu s  
depends upon perception o f  individual  d i f f e r e n c e s .  I t  i s  because 
th e re  are individual d i f fe ren ces  o f  capaci ty  and s k i l l  t h a t  one 
o f  a group emerges as supe r io r  to  o thers  f o r  meeting p a r t i c u l a r  
group needs.9°
The proposit ion to  be evaluated  here i s :
Proposit ion 5
Leadership behavior i s  mult idimensional.  The dimensions are 
f i n i t e  in number, and vary according to  l eader  p e rs o n a l i ty ,  the 
requirements of  the task t o  be performed by him and h is  fo l lowers ,  
the  a t t i tu d e s ,  needs, and expec ta t ions  o f  his  fo l low ers ,  and the 
organizational  and physical  environment in  which he and they 
o p e ra te .91
90Reprinted by specia l permission: Cecil A. Gibb, "Leadership," 
Handbook o f Social Psychology, ed. by Gardner Lindzey, II (Reading,
Mass.: Addison-Wesley, 1954), 915.
9 lF i l le y  and House, Managerial Process, p. 397.
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There has been a su b s tan t ia l  amount of research done to  t e s t  
the  various aspects  of s i t u a t io n a l  theory. The following c i t a t i o n s  
are  r ep re sen ta t iv e  o f  research accomplished to  da te .
D ifferen t  s ty l e s  of leadersh ip  have been shown to  be most 
e f f e c t i v e  when assoc ia ted  with such fac to rs  as the psychological 
climate o f  the  group;9  ^ the  work requirements of the  group;93 the  
s i z e  of  the  group being l e d ; 9^ group member personali  t i e s ; 93 the 
type of  management pos i t ion  h e ld ,  the loca t ion  o f  th e  pos i t ion  he ld ,  
the level in the  organ iza t ion ,  and the type o f  o rg a n iz a t io n ;9® the 
cu l tu ra l  expecta t ions o f  subord ina te s ;9^ the h is to ry  of  th e  o rgan iza ­
t i o n ,  the age o f  the  previous incumbent in the  l e a d e r ' s  p o s i t io n ,
92Theodor D. S te r l in g  and Bernard G. Rosenthal,  "The 
Relationship  o f  Changing Leadership and Followership in a Group 
to the  Changing Phases o f  Group A c t iv i ty ,"  The American P sy ch o lo g is t , 
V, No. 7 (1950), 311.
93Ib id . ; Thomas M. Lodahl and Lyman W. P o r te r ,  "Psychometric 
Score P a t te rn s ,  Social C h a r a c te r i s t i c s ,  and Productiv i ty  o f  Small 
Indu s t r ia l  Work Groups," Journal of  Applied Psychology, XLV, No. 2 
(August, 1961), 73-79.
9^Henry S. Maas, "Personal and Group Factors in Leader 's  
Social Perception,"  Journal o f  Abnormal and Social Psychology, XLV, 
No. 1 (January, 1950), 54-63; Hemphill, 1 Size and Behavior of 
Superior  Leaders," pp. 11-22.
93Gibb, "Leadership," pp. 877-917.
9®Ralph M. S to g d i l l ,  Robert J .  Wherry, and W. E. Jaynes ,
"A Fac tor ia l  Study of  Administrative Performance," in Pa t te rns  o f  
Adminis trat ive Performance, ed. by Ralph M. S togdil l  and Carrol l  L. 
S h a r t le  (Bureau of  Business Research, The Ohio S ta te  U nivers i ty ,  
1956).
^ F o a ,  "Relation of Worker's Expectation," pp. 161-168;
Vroom and Magn, "Leader Authori tar ian ism,"  pp. 125-139; French, 
I s r a e l ,  and As, " P a r t ic ipa t ion  in a Norwegian Factory," pp. 3-19.
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the l e a d e r ' s  age, and the  l e a d e r ' s  work e x p e r i e n c e ; 93  the  community 
in which the  o rgan iza t ion  i s  l o c a te d ;99 the degree to which group 
member cooperation i s  needed;1°0 and the  time required fo r  decision 
making.101
In 1967, F. E. F ied le r  of  the Universi ty of  I l l i n o i s  reported 
r e s u l t s  of  twelve years  o f  research ca r r ied  out to  determine 
s i tu a t io n a l  f a c to r s  a f f e c t in g  leader  behav io r .102
Based on t h i s  resea rch ,  a leadership  contingency model was 
developed which i d e n t i f i e s  th ree  major s i tu a t io n a l  va r iab les  which 
appear to determine whether a given s i t u a t io n  is  favorable  or  
unfavorable to  a leader :  (1) His personal re la t io n s  with the  member
of  h is  group (leader-member r e l a t i o n s ) ,  (2) the degree o f  s t r u c tu r e  
in the  task  which the  group has been assigned ( task  s t r u c t u r e ) ,  and
(3) th e  power and a u th o r i ty  which his posi t ion  provides (pos i t ion  
power).103 F ied le r  defines the  favorableness of  a s i t u a t i o n  as the
98william H. Banaka, "A Study o f  S i tua t ional  Factors Related
to the  Performance o f  Insurance Sales Supervisors,"  D isser ta t ion
A bs trac ts , XX, Par t  3, No. 7 (January,  1960), 3364-3365.
99Seeman, Social S ta tus  and Leadership.
lOOLodahl and Por te r ,  "Small Indu s t r ia l  Work Groups," pp. 73-79.
lO lpe te r  Dubno, "Decision-Time C harac te r is t ic s  o f  Leaders 
and Group Problem-Solving Behavior," Journal of Social Psychology,
LIX, Second Half ,  No. 2 (Apri l ,  1963), 259-282.
102pred E. F ied ler ,  A Theory o f  Leadership E ffectiven ess  
(New York: McGraw-Hill Book Co., 1967).
l ° 3I b i d . , p. 22.
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. degree to  which the  s i t u a t io n  enables the  leader  to exer t  his 
influence over h is  g ro u p ."104 He concludes t h a t :
1. Task-or iented  leaders  tend to perform bes t  in group 
s i t u a t i o n s  which are  e i t h e r  very favorable  o r  very unfavorable to 
the leader .
2. R e la t ionsh ips -o r ien ted  leaders  tend to  perform best  in 
s i t u a t io n s  which a re  in te rmedia te  in f av o rab len ess .100
F i e d le r ' s  explanat ion of these  f indings i s  t h a t  in very 
favorable  cond i t ions ,  where the  leader  has power, informal backing, 
and a r e l a t i v e l y  w e l l - s t ru c tu re d  t a s k ,  the  group i s  ready to be 
d i rec ted  on how to  go about i t s  ta sk .  Under a very unfavorable 
c o n t i t io n ,  however, the  group w i l l  f a l l  apar t  unless the  lead e r ' s  
a c t iv e  in te rven t ion  and control  can keep the members on the job.
In moderate unfavorable condit ions ,  the  accepted leader  faces an 
ambiguous t a s k ,  or h is  r e l a t i o n s  with group members are tenuous.
Under these  circumstances, a r e l a t i o n s h ip s - o r i e n te d ,  nondirec tive ,  
permissive a t t i t u d e  may reduce member anxie ty  o r  intragroup c o n f l i c t ,  
and t h i s  enables the  group to  operate  more e f f e c t i v e ly  ( i . e . ,  the 
members would not feel th rea tened  by the  l e ad e r ,  and considera te ,  
diplomatic  l eader  behavior under these condit ions may induce group 
members to  c o o p e r a te ) .100
104I b i d . , p. 13.
100I b i d . , p. 14.
100I b id . , pp. 145-146.
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In a 1968 follow-up study of  F i e d l e r ' s  model, Rubin and 
Goldman concluded th a t :  (1) A manager 's e f fe c t iv en e ss  i s  unrela ted
to the  degree of open communication which e x i s t s  between himself  and 
subordinates ;  (2) A manager's e f f e c t iv e n e s s  i s  unrela ted  to  h is  
a b i l i t y  to  d i f f e r e n t i a t e  among h is  s u b o rd in a te ' s  performance;
(3) For managers who develop a high level of  open communication with 
subord ina tes ,  the  a b i l i t y  to d i f f e r e n t i a t e  performance c o r r e la t e s  
p o s i t iv e ly  with e f fec t iven ess ;  (4) For those  managers who do not 
develop a high level of communication, the  a b i l i t y  to  d i f f e r e n t i a t e  
c o r r e l a t e s  negat ive ly  with e f f e c t i v e n e s s . ^
Due to  the  fac t  th a t  Rubin and Goldman's methodology was 
s u b s ta n t i a l ly  d i f f e r e n t  than t h a t  used by F ie d le r  and h is  a s s o c ia te s ,  
the  r e s u l t s  are  not d i r e c t ly  comparable. However, the re  i s  enough 
overlap to  suggest  agreement in r e s u l t s ,  but  disagreement in 
conclusions. The disagreement i s  very l i k e l y  due to  the  moderating 
e f f e c t s  o f  subord ina tes '  needs as i d e n t i f i e d  in  the Rubin and Goldman 
study and apparently omitted in F i e d l e r ' s  model.
In 1970, Graen, Alvares,  and Orr is  analyzed a number of  
research s tud ies  o f  the  contingency model o f  leadersh ip  e f fe c t iv eness  
from s t r a t e g ic a l  and procedural p e rspec t iv es .  This review concluded 
t h a t  although the  antecedent p ro b a b i l i ty  based upon previously 
published research appeared to  be g r e a t e r  than zero,  the  ev iden t ia l
lO^Irwin m. Rubin and Max Goldman, "An Open Systems Model of 
Leadership Performance," Organizat ional  Behavior and Human Performance, 
I I I ,  No. 2 (May, 1968), 150-151.
108Ib id . ,  pp. 152-153.
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p ro b ab i l i ty  based on the  research in t h e i r  review approached zero.
Thus, grave doubt is  c as t  on the p l a u s i b i l i t y  o f  the  contingency 
model.109
In a 1971 review of  research attempts to  v a l id a te  the  
contingency model of leadersh ip ,  F ied le r  concludes t h a t  when taken 
as a group " . . .  these s tud ies  provide s t rong evidence t h a t  the  
s i t u a t io n a l  favorableness dimension does indeed moderate the  
r e l a t io n sh ip  between leadership  s t y l e  and group performance, and 
t h a t  i t  th e re fo re  provides an important c lue to our understanding
of  leadersh ip  p h e n o m e n a . "HO
Situa t iona l  Theory - Concluded
The following general conclusions appear to  follow from the 
research oh s i t u a t io n  theory:
1. Except fo r  the work o f  F ied le r  and h is  a s so c ia te s ,  
s i t u a t i o n a l  theory and research s u f f e r s  from the  lack o f  r e p l i c a t io n .
2. Effect ive  manager-1eader behavior i s  a funct ion o f  the  
l e a d e r ' s  p e rso n a l i ty ,  the  p e r s o n a l i t i e s  and needs o f  h is  subordinates 
and the demands of  the s i tu a t io n  in which he funct ions .
3. There is no one best  s t y l e  o f  lead e r  behavior , but a 
p a r t i c u l a r  s t y l e  may be more appropr ia te  than another  depending on
109Qeorge Graen, Kenneth Alvares,  and James O r r i s ,  "Contingency 
Model o f  Leadership Effect iveness:  Antecedent and Evidential  Resu l ts ,"  
Psychological B u l l e t in , LXXIV, No. 4 (October,  1970), 285-296.
110Fred E. F ied le r ,  "Validation and Extension o f  the  
Contingency Model of Leadership E ffec t iveness :  A Review of  Empirical
Findings,"  Psychological B u l l e t i n , LXXVI, No. 2 (August, 1971), 148.
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the  s i t u a t i o n  and the needs o f  fo l low ers .  "Supervision i s ,  t h e r e f o re ,  
always a r e l a t i v e  process. To be e f f e c t i v e  and to communicate as 
intended, a leader  must always adapt h is  behavior t o  take in to  
account the expecta t ions ,  va lues ,  and in te rpersonal  s k i l l s  o f  those 
with whom he is  in te rac t in g  [ su p e r io r s ,  pe e r s ,  and su b o rd in a te s ] . " 111
4. The e f f e c t iv e  manager-leader  i s  able  to  adapt his  s ty l e  
of  behavior to the needs of subordina tes  and the  needs o f  the 
s i t u a t io n .  "The more a manager adapts his  s t y l e  o f  leader  behavior 
to meet the p a r t i c u l a r  s i t u a t io n  and th e  needs o f  his  fo l low ers ,  the  
more e f f e c t iv e  he wil l  tend to  be in reaching personal and organiza­
t iona l  g o a l s . n l l 2
5. Key managerial q u a l i t i e s  leading to  e f fec t iv en e ss  are 
not task and re la t ionsh ip  o r i e n t a t i o n s  but d iagnos t ic  s k i l l  and 
s t y l e  f l e x i b i l i t y . 11^
General Propos i t ions
Based on the foregoing review o f  research pe r ta in ing  to 
personal c h a r a c t e r i s t i c s  of the  manager-leader  and his  behavior,  the
^ L i k e r t ,  New Patterns o f  Management, p. 95.
H2paul Hersey, Management Concepts and Behavior: Programmed
Ins t ruc t ion  fo r  Managers ( L i t t l e  Rock, Arkansas: Marvern Publishing 
Company, 1967), p. 15.
^ W i l l i a m  J .  Reddin, "The 3-D Management Style  Theory: A 
Typology Based on Task and Rela t ionships  O r ien ta t io n s ,"  in  Personnel 
Management and Organization Development, ed. by Wendell L. French 
and Don Hel lr iegel  (Boston: Houghton M iff l in  Co., 1971), p. 122.
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1957 observations of  Tannenbaum and M a s s a r i k , ^  and the 1973 w r i t ing  
of  Tannenbaum and S c h m i d t t h e  following proposi t ions are  o f fe red  
as t e n t a t i v e  statements o f  dimensions o f  personal i ty  and cognit ion 
which cause o r  allow the manager-leader to be e f f e c t iv e .  These 
proposi t ions were not t e s t e d  d i r e c t ly  in t h i s  study but are  presented 
as a prelude to  t h i s  explora t ion  of  the  open versus closed mind in 
management.
Proposition A
The e f f e c t i v e  manager-1 eader i s  capable of  diagnosing re le v an t  
c h a r a c t e r i s t i c s  o f  h is  own p e rso n a l i ty ,  relevant  c h a r a c t e r i s t i c s  o f  
subordina tes ,  peers ,  and su p e r io rs ,  and relevant  c h a r a c t e r i s t i c s  o f  
the s i t u a t io n  in which he opera tes ,  and is able  to  a d ju s t  h is  s t y l e  
o f  behavior in response to  those  re levant  cues or  inpu ts .
Correlar.y A-l
Some re levan t  c h a r a c t e r i s t i c s  o f  the manager-leader a re  h i s :  
(1) s k i l l s —supervisory ,  t e c h n ic a l ,  and diagnost ic ;  (2) needs and 
goals ;  (3) motives; (4) a t t i t u d e s  toward subordinates;  (5) s t y l e  
in c l i n a t io n s ;  (6) to le ran ce  for  ambiguity; (7) perceptual a b i l i t y ;  
and perhaps o ther  f ac to r s  o f  importance.
■^Robert  Tannenbaum and Fred Massarik, "Leadership: A 
Frame of  Reference," Management Science, IV, No. 1 (October, 1957), 
1-19.
115Robert Tannenbaum and Warren H. Schmidt, "How to  Choose 
a Leadership P a t te rn ,"  Harvard Business Review, L I I I ,  No. 3 (May-June, 
1973), 162-180.
Correlar.y A-2
Some r e le v an t  subordinate  c h a r a c t e r i s t i c s  are  t h e i r :
(1) needs and goa ls ;  (2) a t t i t u d e s ;  (3) motives and values;  (4) s k i l l s  
and (5) to le ran ce  f o r  ambiguity.
Correlar.y A-3
Some r e le v a n t  c h a r a c t e r i s t i c s  of  the  s i t u a t io n  are :  (1) type
of  o rgan iza t ion ;  (2) s i z e  o f  organizat ion and work group; (3) physical 
s e t t i n g ;  (4) level  in  the  o rgan iza t ion ;  (5) organizat ional  s t ru c tu re  
or ro l e  expec ta t io ns ;  (6) group s y n t a l i t y ;  (7) nature of  the  t a sk ;
(8) time f a c t o r ;  (9) o rgan iza t iona l  goals and s t r a te g y ;  and 
(10) o rgan iza t iona l  c l imate .
Proposition B
Individual  manager-1eaders d i f f e r  in t h e i r  a b i l i t y  to take in 
r e levan t ,  und is to r ted  cues from t h e i r  environment and in t h e i r  a b i l i t y  
to  adapt accordingly .
Correlary B-l
Ind iv iduals  d i f f e r  in t h e i r  perceptual c ap ac i t ie s  which are 
defined as t h e i r  p o ten t ia l  fo r  responding to  a va r ie ty  o f  external  
s t im u l i .  Thus, they r e a c t  d i f f e r e n t ly  to the  same se t  of  c u e s . ^
HGjannenbaum and Massarik, "Leadership: A Frame o f  Reference
p. 9.
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Correlar.y B-2
Individual manager-leaders d i f f e r  in t h e i r  perceptual  
f l e x i b i l i t y  which i s  defined as t h e i r  range o f  perceptions which 
provides a basis  fo r  inf luence  a t t e m p t s . ^
Correlary B-3
Manager-leaders d i f f e r  in t h e i r  a b i l i t y  to s o r t  out and act  
on re levan t  versus i r r e l e v a n t  percept ions  or  cues. A c o r r e l a t e  o f  
leadership  e f fec t iveness  may be the  l e a d e r ' s  a b i l i t y  to  s o r t  out and 
d iscard  i r r e l e v a n t  s t im u l i .* * 8
Correlary B-4
Manager-leaders d i f f e r  in  t h e i r  perceptual  s e n s i t i v i t y  which 
i s  defined as accuracy o f  perception o r  matching perceptions with 
c r i t e r i o n  o f  r e a l i t y  ( a l s o ,  d iagnos t ic  s k i l l  and empathy) .**9
Correlary B-5
Individuals  d i f f e r  in t h e i r  c a p a c i t i e s  fo r  behavior o r  act ion 
c a p a c i t i e s .  Also r e l a t e d ,  i s  a c t ion  f l e x i b i l i t y .  Both f l e x i b i l i t y  
and capaci ty  are  r e l a te d  to  the l e a d e r ' s  pe rsona l i ty  s t r u c tu r e ,  
experience, and t r a i n i n g . * ^  Action f l e x i b i l i t y  i s  r e l a te d  to  what 
William Reddin terms " s ty l e  f l e x i b i l i t y "  which i s  defined as a
*17Ibid.
118I b i d . , p. 13
**9lb id . ,  pp. 14-15.
120I b i d . , pp. 16-17.
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measure of  the ex ten t  to  which a manager changes his  s t y l e  appro­
p r i a t e l y  to  a changing s i t u a t i o n . 121 Reddin points out  the  
importance o f  t h i s  a t t r i b u t e  in the  following way:
Over the course o f  t h e i r  c a r e e r s ,  managers are  asked to  be 
e f f e c t i v e  in a va r ie ty  of  s i t u a t i o n s .  During one period o f  t h e i r  
c a ree r ,  they f in d  themselves c lose ly  d i rec ted  by a ha rd -d r iv ing ,  
product ion-centered  sen io r  manager; during another period ,  they 
may be v i r t u a l l y  independent and even work alone. At one t ime, 
they may f ind  themselves supervis ing  up to ten middle o r  j u n io r  
managers and then ,  l a t e r ,  a small s t a f f  u n i t .  At one time they 
wield a g rea t  deal o f  power; a t  o ther  times they wield very 
l i t t l e .  What kind o f  manager succeeds in a l l  o f  these  s i t u a t io n s ?  
Certa in ly  he i s  not one who rea c t s  to  a l l  s i tu a t io n s  in the  same 
way. He i s  the  " f l e x ib le  manager" who i s  cu rren t ly  the  focus o f  
much a t t e n t i o n ,  as i s  the  p a ra l l e l  pe rsona l i ty  type ,  "open-minded," 
and the roughly equiva len t  c u l tu ra l  type, " o t h e r - d i r e c t e d . nl22
Summary
Leadership has been defined as the  process o f  inf luencing  the 
a c t i v i t i e s  of  a group toward goal achievement in a given s i t u a t i o n .  
Fur ther ,  leadersh ip  has been d is t ingu ished  from management as a more 
narrowly defined concept. That i s ,  management or managerial ship i s  
a process which includes leading plus planning and organiz ing ,  or  
decis ion  making and physical e f f o r t s  which are  not d i rec ted  
exc lus ive ly  toward leading.
Based on these  d e f i n i t i o n s ,  i t  i s  argued t h a t  both cognit ive  
and behavioral dimensions o f  the  manager-leader must be considered 
in research  on the management process .  Also, i t  appears t h a t  what
12lReprinted by specia l  permission: William J .  Reddin, 
Managerial Effec t iveness  (New York: McGraw-Hill Book Co., 1970),
p. 52.
122Ibid., p. 51.
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s ty l e  of  manager-leader behavior wil l  be most e f f e c t iv e  i s  determined 
by the manager-leader p e rs o n a l i ty ,  the  needs and c h a r a c t e r i s t i c s  of  
his fo l lowers ,  and the  demands o f  the  s i t u a t i o n .
Major conclusions which have been drawn from research on 
leadership  theories  included:
1. A f a i r l y  s iz e a b le  port ion (30 to  50 percent)  o f  the 
variance in general managerial e f f e c t iv en e ss  can be expressed in 
terms o f  personal q u a l i t i e s .
2. A grea t  deal o f  evidence e x i s t s  which supports  the 
contention th a t  there  i s  a need f o r  a combination of support ive and 
instrumental behavior in o rder  to enhance the  manager-1eader's 
chances fo r  e f f e c t iv en e ss .  However, the  degree o f  o r  emphasis on 
e i t h e r  behavioral dimension may change with the  s i t u a t i o n .
3. The most e f f e c t i v e  manager-leader i s  able  to adapt his  
s t y l e  to meet the needs o f  h is  fol lowers and the demands o f  the 
s i t u a t i o n .  Further ,  h is  a b i l i t y  to  diagnose s i t u a t io n s  and adapt 
accordingly wil l determine h is  success in achieving e f f e c t iv e n e s s .
In Chapter I I I  a review i s  made o f  a theory o f  pe rsona l i ty  
and supporting research which appears to  have p o ten t ia l  fo r  con tr ibu t ing  
to an understanding o f  managerial th ink ing  and behaving. The theory 
of  open versus closed-mindedness i s  presented in capsul ized form to 
f am i l ia r ize  the  reader  with i t s  p e r t in e n t  a t t r i b u t e s .  Only c o r r e l a r i e s  
and supporting research which were deemed s im i l a r  in nature to  th e  
general proposi tion s t a t e d  in t h i s  chap ter  and which were re levan t  
to  the  managerial process have been d e l inea ted  in Chapter I I I .
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Out o f  the  reviews in Chapters II  and I I I  have come s p e c i f i c  
proposi t ions  which were s e t  down in Chapter IV to  be t e s t e d  in t h i s  
exp lo ra t ion .
CHAPTER I I I
REVIEW OF THE LITERATURE -  PERSONALITY STRUCTURE:
THE OPEN VERSUS CLOSED MIND
Introduct ion
Based on the  leadership  theory and research reviewed in 
Chapter I I ,  and on the p roposi t ions  drawn from them, i t  i s  apparent  
th e re  should be some concern fo r  the  i d e n t i f i c a t io n  of individual  
d i f fe ren c e s  in thinking and behaving as they r e l a t e  to s i t u a t io n a l  
demands in the  management of  human organizat ions.
I f  the  proposi t ions  of  the  s i tu a t io n a l  t h e o r i s t s  have m e r i t ,
and e f f e c t i v e  leadership  i s  a funct ion o f  the  manager-leader 's  
a b i l i t y  to  diagnose re levan t  s i tu a t io n a l  c h a ra c t e r i s t i c s  or cues and 
a c t  accordingly ,  and his a b i l i t y  to  adapt or  change h is  s t y l e  of 
behavior as the  s i t u a t i o n  changes—then i t  would follow th a t  the  
i d e n t i f i c a t i o n  o f  manager-1eaders with these c a p a b i l i t i e s  would be 
o f  considerable  value in such areas as se lec t io n ,  placement, t r a i n i n g ,  
and promotion.
The theory of  the open versus closed mind reviewed in t h i s
chap ter  was chosen fo r  several  reasons:
1. I t  expla ins individual  d i f fe rences  in perception ,  
cogn i t ion ,  and behavior r e s u l t in g  from dif ferences  in th e  r e l a t i v e  
openness o f  t h e i r  b e l i e f  system or  pe rsonal i ty  s t r u c tu r e  to change
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o r  modify ex is t in g  b e l i e f s  and does not concern i t s e l f  with content .  
In th i s  way n e i th e r  ideologica l  d i f f e ren c e s  nor in v e s t ig a to r  biases 
a f f e c t  the outcomes o f  r e s e a r c h .123
2. The theory of p e rso n a l i ty  presented includes the view­
points  of G es ta l t  theory,  psychoanalysis ,  and behaviorism, while 
e l iminating the r e s t r i c t i v e  aspects  o f  each.
G es ta l t  t h e o r i s t s  represen ted  by such people as Kohler, 
Katona, Asch, hold the pos i t ion  t h a t  man i s  primarily  a ra t io n a l  
being who ac ts  in accordance with requirements o f  the  s i t u a t i o n .  
I r r a t io n a l  motives are  not emphasized. An open b e l i e f  system i s  
assumed.
On the  o ther  extreme, the  Behavior is ts  and Psychoanalysts 
s t a r t  from the posi t ion  o f  the  closed b e l i e f  system. Man ac ts  not 
in  regard to  s i tu a t io n a l  requirements ,  but  in accord with external  
rewards and punishments in the  case o f  behaviorism, and in accord 
with in te rna l  motives as determined by id  and superego in the  case 
o f  p s y c h o a n a l y s i s . 124 Neither  p o s i t io n  i s  an acceptable  approach to  
the  understanding o f  persons who have systems which are  r e l a t i v e ly  
open or r e l a t i v e ly  closed.
The open-closed b e l i e f  systems approach i s  premised on the 
idea th a t  each individual i s  motivated "by both ra t iona l  and r a t i o n ­
a l i z in g  fo rces ."  The assumption i s  t h a t  . . a l l  b e l i e f - d i s b e l i e f  
systems serve two powerful and c o n f l i c t i n g  s e t s  o f  motives a t  the
123Milton Rokeach, The Open and Closed Mind (New York:
Basic Books, In c . ,  I960), p. 6.
124 i b i d . , pp. 64-66.
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same time; the  need fo r  a cognit ive  framework to  know and unders tand, 
and the need to  ward o f f  the th rea ten ing  aspects  o f  r e a l i t y . "125 
This approach s tudies  th inking  in d i r e c t ly  and assumes a 
dynamic re la t io n sh ip  between pe rsona l i ty  and th ink ing .  Thinking 
then ,  becomes a means of studying the whole person who th inks  in a 
c e r ta in  way because o f  what he has b e c o m e . 126
3. The research e f f o r t s  d i rec ted  a t  d iscovering r e l a t i o n ­
ships between personal i ty  s t ru c tu re  and th inking  and behaving have 
id e n t i f i e d  c o r re la te s  which appear to  be p o te n t i a l ly  useful in the  
analyzing of  managerial th inking and behaving.
Defini t ions and C r i t ic a l  Dimensions 
A b e ! i e f  i s  any simple p ropos i t ion ,  conscious o r  unconscious, 
i n fe r red  from what a person says o r  does, capable o f  being preceded 
by the phrase "I be l ieve  th a t  . . ."127
The b e l i e f  system i s  made up o f  a l l  the b e l i e f s ,  s e t s ,  
expectancies ,  or  hypotheses, conscious and unconscious, t h a t  a 
person a t  a given time accepts as t ru e  about r e a l i t y . 128
The d i s b e l i e f  system i s  made up o f  a s e r i e s  o f  subsystems 
which contain a l l  the  d i s b e l i e f s ,  s e t s ,  expec tancies ,  conscious and
1 2 5 lb id .,  p. 67.
126c. Gratton Kemp, "C r i t i c a l  Thinking: Open and Closed
Minds," The American Behavioral S c i e n t i s t ,  V, No. 1 (January, 1962), 
10.
127(vjiiton Rokeach, B e l ie f s ,  A t t i tu d es ,  and Values (San 
Francisco:  Jossey-Bass, In c . ,  1968), p. 113.
128Rokeach, The Open and Closed Mind, p. 33.
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unconscious, t h a t ,  to  some degree, a person a t  a point  in time r e j e c t s
as f a l s e . ^29
The b e l i e f - d i s b e l i e f  system i s  a composite or  organizat ion 
o f  p a r t s  in which the  most basic  un i ts  a re  s ing le  b e l i e f s  and 
d i s b e l i e f s . 130 p roper t ies  o f  or  ways t h a t  b e l i e f - d i s b e l i e f  systems 
vary are:
1. I s o l a t i o n —two or more b e l i e f s  sa id  to  be i so la ted  from 
one another i f  they are  i n t r i n s i c a l l y  r e l a te d  to each o ther ,  but 
the  individual f a i l s  to  see them as i n t e r r e l a t e d .  Indications of  
i s o l a t i o n  are  such fac to rs  as: (a) the  coexistence o f  log ica l ly  
con trad ic to ry  b e l i e f s  within  the  b e l i e f  system; (b) the  accentuation 
of  d i f fe rences  and minimization of s i m i l a r i t i e s  between b e l i e f  and 
d i s b e l i e f  systems; (c) the  perception o f  i r re levance  o f  what may be 
o b jec t iv e ly  re le v an t ;  and (d) the  denial of  con trad ic t ion .
2. Degree of  d i f f e r e n t i a t i o n —defined as a r t i c u l a t i o n  of  
d e t a i l .  Indica t ions  of d i f fe rences  in d i f f e r e n t i a t i o n  are:
(a) r e l a t i v e  amount o f  knowledge possessed; (b) the  perception of  
s i m i l a r i t y  between ad jacen t  d i s b e l i e f  subsystems; and (c) compre­
hensiveness or narrowness o f  the  system. This r e fe r s  to  the  range 
o f  d i s b e l i e f  subsystems within  a given b e l i e f - d i s b e l i e f  system.131
129ibid.
13° I b i d . , p. 34.
131 Ibid. . , pp. 36-39.
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Organization of  B e l ie f  Systems
The b e l i e f - d i s b e l i e f  system i s  conceived to  be composed o f  
th ree  layers  organized along a c en t ra l -p e r ip h e ra l  dimension. The 
central  region consis ts  of  b e l i e f s  which the  individual  has acquired 
concerning the nature of  the  physical and soc ia l  world in which he 
l iv e s .  These b e l i e f s  are ca l led  "p r im i t ive"  b e l i e f s  and include the 
person 's  s e l f  concept and his  concept of o th e r s .  These b e l i e f s  are  
formed ear ly  in l i f e  and, i f  chal lenged,  w i l l  lead to  considerable  
upset .
The intermediate  region i s  composed o f  b e l i e f s  concerned with 
th e  nature  of  pos i t ive  and negative  au th o r i ty  which i s  depended upon 
fo r  f i l l i n g  in information about r e a l i t y .  That i s ,  the au thor i ty  
depended upon fo r  the information about r e a l i t y  which we may wish to  
check or  we a lready possess.
I t  i s  assumed th a t  people range from r a t i o n a l ,  t e n t a t i v e  
re l ian ce  on au th o r i ty  to a r b i t r a r y ,  abso lu te  r e l i a n c e .
The peripheral  region c o n s i s t s  o f  a l l  nonprimit ive b e l i e f s  
and d i s b e l i e f s  coming from p o s i t iv e  and negat ive  a u th o r i ty ,  regard­
less  o f  whether the  be l ie f s  are perceived as being derived from the  
a u th o r i ty  f ig u re .  These b e l i e f s  a re  derived from the intermediate  
r e g i o n .132
Another important aspect  o f  b e l i e f - d i s b e l i e f  systems i s  the  
time perspect ive  which re fe r s  to  a pe rson 's  b e l i e f s  about the  pas t ,
132I b i d . ,  pp. 39-47.
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p resen t ,  fu tu re  and how they r e l a t e  to  one another. Time perspec t ives
I t  i s  conceived th a t  new information i s  communicated from the 
cen t ra l  or  p r imit ive  region,  to  the  in termediate  or  au th o r i ty  reg ion ,  
and then to  the peripheral  region where i t  takes form as a b e l i e f  o r  
d i s b e l i e f .  The b e l i e f  may or  may not r e l a t e  to ex is t in g  b e l i e f s  in 
the  region depending on the  degree of  i so la t io n  present  among b e l i e f s .  
The ex ten t  to  which information i s  coerced in to  the  system depends on 
the  degree o f  openness of the  s y s t e m . ^
The following d e f in i t io n s  serve to t i e  together  the  th ree  
major dimensions of  a l l  b e l i e f  systems: the  b e l i e f - d i s b e l i e f  
dimension, the  cen tra l-per iphera l  dimension, and the  t im e-perspec t ive  
dimension.
Def in i t ion  I
A. to the extent that, with respect to i t s  organization along 
the b e l ie f -d isb e lie f  continuum3
vary from narrow to broad.*33
Closed Versus Open Systems
Defin i t ion  I: The Defining C h a rac te r is t ic s  o f
Open-Closed Systems
A Belief-D isbelief System Is
Open Closed
1. the magnitude o f  r e j e c t io n  
o f  d i s b e l i e f  subsystems i s  
r e l a t i v e l y  low a t  each point  
along the  continuum;
1. the  magnitude o f  r e j e c t io n  
of d i s b e l i e f  subsystems i s
r e l a t i v e ly  high a t  each poin t  
along the  d i s b e l i e f  continuum;
133I b i d . , p. 51.
l 34 lb id . , pp. 49-50.
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Open Closed
2. there  i s  communication of 
pa r ts  within  and between b e l i e f  
and d i s b e l i e f  systems;
3. the re  i s  r e l a t i v e l y  l i t t l e  
discrepancy in the  degree of  
d i f f e r e n t i a t i o n  between b e l i e f  
and d i s b e l i e f  systems;
4. the re  i s  r e l a t i v e l y  high 
d i f f e r e n t i a t i o n  with in  the 
d i s b e l i e f  system;
2. there  i s  i so la t io n  of 
pa r t s  within  and between 
b e l i e f  and d i s b e l i e f  systems;
3. there  i s  r e l a t i v e l y  great  
discrepancy in the degree of 
d i f f e r e n t i a t i o n  between b e l i e f  
and d i s b e l i e f  systems;
4. there  i s  r e l a t i v e l y  l i t t l e  
d i f f e r e n t i a t i o n  within  the 
d i s b e l i e f  system;
B .  to the extent that3 with respect to the organization along 
the central-peripheral dimension3
1. the  specif ic  content  of 
pr im i t ive  b e l i e f s  (cen t ra l  
region) i s  to the e f f e c t  t h a t  
the  world one l iv e s  i n ,  or  the  
s i t u a t i o n  one is  in a t  a 
p a r t i c u l a r  moment, i s  a 
f r i e n d ly  one;
2. the formal content of 
b e l i e f s  about a u th o r i ty  and 
about people who hold to  systems 
of a u th o r i ty  ( in te rm ed ia te  
region) i s  to  the  e f f e c t  t h a t  
au th o r i ty  i s  not  abso lu te  and 
t h a t  people a re  not to  be 
evaluated ( i f  they a re  to  be 
evaluated a t  a l l )  according
to  t h e i r  agreement or 
disagreement with such 
a u th o r i ty ;
3. the structure  of  b e l i e f s  
and d i s b e l i e f s  perceived to 
emanate from a u th o r i ty  
(per iphera l  region) i s  such 
t h a t  i t s  sub s t ru c tu res  are  in 
r e l a t i v e  communication with 
each o th e r ,  and f i n a l l y ;
1. the  specific  content of 
p r im i t ive  b e l i e f s  (central  
region) i s  to  the  e f f e c t  th a t  
the  world one l iv e s  i n ,  or  the 
s i t u a t i o n  one is  in a t  a 
p a r t i c u l a r  moment, is  a 
th rea ten ing  one;
2. the formal content  of 
b e l i e f s  about au th o r i ty  and 
about people who hold to 
systems of au th o r i ty  
( in te rmedia te  region) i s  to the  
e f f e c t  t h a t  au th o r i ty  i s  
absolu te  and th a t  people are
to  be accepted and re jec ted  
according to t h e i r  agreement 
or  disagreement with such 
a u th o r i ty ;
3. the structure  of  b e l i e f s  
and d i s b e l i e f s  perceived to 
emanate from au tho r i ty  
(per iphera l  region) is  such 
t h a t  i t s  subs truc tu res  are in 
r e l a t i v e  i s o la t io n  with each 
o th e r ,  and f i n a l l y ;
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Open Closed
C. to the extent that3 with respect to the time-perspective 
dimension3 there is  a
1. r e l a t i v e ly  broad time 
perspect ive
1. r e l a t i v e l y  narrow fu tu re -  
o r ien ted  time p e r s p e c t iv e .135
Defini t ion II
A person 's  b e l i e f  system is  open o r  c losed to  . . the  
ex ten t  to which the person can rece ive ,  e v a lu a te ,  and a c t  on re levant  
information received from the outside on i t s  own i n t r i n s i c  m er i t s ,  
unencumbered by i r r e l e v a n t  factors  in the s i t u a t i o n  a r i s in g  from 
within th e  person o r  from the o u t s i d e . " ! 36
When the l a t t e r  de f in i t ion  i s  extended to  include proposi t ions 
A and B as s t a t e d  in Chapter I I ,  the  r e l a t i o n s h ip  between personal i ty  
s t r u c tu r e  and necessary c h a r a c te r i s t i c s  o f  the  manager-leader as 
derived from s i tu a t io n a l  theory becomes more apparent .  A restatement 
of the  concepts presented might read in the  following manner.
The e f f e c t iv e  manager-leader i s  capable o f  diagnosing re levant  
c h a r a c t e r i s t i c s  of  his  own personal i ty ,  r e le v an t  c h a r a c t e r i s t i c s  o f  
subordinates ,  peers ,  and superiors ,  and r e le v an t  c h a r a c t e r i s t i c s  o f  
the  s i t u a t i o n  in which he operates ,  and i s  ab le  to  a d ju s t  his  s t y l e  
of  behavior in response to relevant  cues o r  inpu ts .
135Reprinted by specia l permission: Milton Rokeach, The 
Open and Closed Mind (New York: Basic Books, I n c . ,  1960), pp. 55-56.
I 36I b i d . ,  p. 57.
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Individual  manager-1eaders d i f f e r  in t h e i r  a b i l i t y  to input 
re levan t  und is to r ted  cues from t h e i r  environment and in t h e i r  a b i l i t y  
to  a c t  accordingly.
The manager-1eader's a b i l i t y  to rece ive ,  eva lua te ,  and act  
on r e le v an t  information received from th e  outs ide  on i t s  own i n t r i n s i c  
m er i t s ,  unencumbered by i r r e l e v a n t  fac to r s  in the  s i t u a t i o n  a r i s in g  
from within  himself  or  from without i s  conceived ( fo r  the purposes 
of  t h i s  study) to  be a function of  the  degree of  openness of his 
b e l i e f - d i s b e l i e f  system.
I t  i s  th is  overall dimension o f  openness which represents the 
focus of analysis in this research effort.
Struc tu re  Versus Content
Generally ,  the concept deals with the  s t ru c tu re  o f  b e l i e f  
systems and not  the  content.  That i s ,  i t  focuses on ideological  
s t r u c tu r e  r a th e r  than content  so t h a t  the  concepts may be employed 
in the  d e sc r ip t io n  of  b e l i e f  systems, r a th e r  than any one p a r t i c u l a r  
b e l i e f  system or  any p a r t i c u l a r  b e l i e f  within  a system.
The r e l a t i v e  openness or  closedness o f  a mind cuts  across 
sp e c i f i c  content  and, th e re fo re ,  th e  concept i s  not unduly r e s t r i c t i v e .  
The following quote from Milton Rokeach, leading c on tr ibu to r  to  t h i s  
concept, might lend to  i t s  c l a r i f i c a t i o n .
During the  course of  our in v es t ig a t io n  we have come more and 
more to view a given personal i ty  as an organizat ion o f  b e l ie f s  
or expectancies  having a definable  and measurable s t r u c tu r e .  We 
have a lso  come to  conceive of  ideology, in so fa r  as i t  i s  rep re ­
sented within  the  psychological s t r u c tu r e  of the  person,  in 
exac t ly  th e  same way, as an organizat ion o f  b e l i e f s  and
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expectancies. And, f i n a l l y  we have come to  conceive a man's 
cognit ive  a c t i v i t i e s —th ink ing ,  remembering, and perceiving—as 
processes and changes t h a t  take place within  a person who has 
already formed a system o f  b e l i e f s ,  which we can describe  and 
measure.
Within t h i s  broad framework we w i l l  address ourselves to  the  
r e l a t io n  between b e l i e f  and thought and to the  p o s s ib i l i t y  th a t  
there  i s  a bas ic  un i ty  between them. I f  we know something about 
the way a person b e l iev e s ,  i s  i t  poss ib le  to  p red ic t  how he wil l  
go about so lv ing  problems th a t  have nothing to  do with his
ideology?137
Closed Versus Open-Mindedness and 
Authori tar ianism
By v i r tu e  of  the  d e f in i t io n  o f  open and closed-mindedness, 
the  theory a lso  deals with general au thor i ta r ian ism .
The poin t  of  departure  f o r  the  major s tud ies  o f  Rokeach, 
e t  a l . , i s  the  study o f  " r ig h t  au thor i ta r ian ism "  as depicted in 
wri t ings  of  Fromm and Maslow and the inv es t ig a t io n  of " au th o r i ta r ian  
personal i ty"  by Adorno, Frenkel-Brunswik, Levinson, and San fo rd . l3^ 
This research began with the study of  anti-Semitism and resu l ted  in 
the  development of the  C a l i fo rn ia  "F" Scale (F standing fo r  fascism) 
which has come to  be used to i d e n t i fy  the  " au th o r i ta r i an  pe rsona l i ty ."  
This came about due to  the  f a c t  t h a t  high scores on t h i s  scale  also 
tend to score high on sca le s  measuring ethnocentrism, anti-Semitism, 
and anti-Negro f e e l in g ,  and tend to  be p o l i t i c a l l y  conservat ive .
^ R e p r i n t e d  by specia l  permission: Milton Rokeach, The 
Open and Closed Mind (New York: Basic Books, I n c . ,  1960), p. 7.
138£ric Fromm, Escape from Freedom (New York: Farrar  and
Rinehart,  1941); Abraham H. Maslow, "The Authori ta r ian  Character 
S t ru c tu re ,"  Journal of  Social Psychology, XVIII, Second Half 
(November, 1943), 401-411; Theodor W. Adorno, Else Frenkel-Brunswik, 
Daniel J.  Levinson, and R. Nevit Sanford, The Authori ta r ian  Personal i ty  
(New York: Harper, 1950).
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Rokeach points  out  t h a t  the s h i f t  from "facism" in the
personal i ty  to  the " a u th o r i ta r ian  personal i ty"  gives r i s e  to  a good
deal of conceptual confusion because there  i s  an unwitting leap from
139the p a r t i c u l a r  to the  genera l .
In o ther  words, what explanation can be offered fo r  persons 
who appear to  be a u th o r i t a r i a n  and in to l e ra n t ,  but are  not f a s c i s t i c ,  
or an t i -S em i t ic ,  or  p o l i t i c a l l y  conservative.
The concept proposed and t e s te d  by Rokeach and o thers  i s  an 
advancement in the study of au thor i ta r ian ism  toward g e n e ra l i ty .  I t  
does not deal with dichotomies of " l e f t "  or " r ig h t , "  but allows focus 
on general p rop e r t ie s  held in common by a l l  forms of  au th o r i ta r ian i sm ,  
regardless  of  sp e c i f ic  ideo lo g ica l ,  theo log ica l ,  phi losophic ,  or 
s c i e n t i f i c  content .  This contention is  supported by evidence reviewed 
l a t e r  in t h i s  chapter .
The Measurement o f  Open and Closed Systems
Rokeach and his  colleagues have developed a s ix t y - s i x  item 
Liker t- type  scale  which measures the degree of openness o f  a pe rson 's  
b e l i e f  system and general au tho r i ta r ian ism .  The instrument includes 
items which measure the  various dimensions discussed of  the  b e l i e f - 
d i s b e l i e f  system as described e a r l i e r  in the  d e f in i t io n  port ion  of  
t h i s  chapter .  For s i m p l i c i t y ' s  sake,  the scale  i s  c a l le d  the 
Dogmatism Scale.  Dogmatism represen ts  the r e l a t i v e ly  closed-mind.
The s c a le ,  or  a f o r t y  item version of i t ,  has been widely 
t e s te d  and used. The statements included in the  sca le  and i n i t i a l
139Rokeach, The Open and Closed Mind, P. 13.
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r e l i a b i l i t y  and v a l i d i t y  data  are  presented in The Open and Closed 
Mind, Chapter 4 . ^  A sho r t  form o f  t h i s  sca le  was employed in t h i s  
study and i s  discussed in the  methodology chapter .
Correla tes  o f  the  Re la t ive ly  Closed 
Pe rsona l i ty  S t ruc tu re
The following are  s tatements o f  pe rsona l i ty  and performance 
co rre la te s  which have been derived through research dealing with 
theory o f  open versus closed-mindedness and the  a u th o r i t a r i a n  
personal i ty .  Only those c o r r e la t e s  which appear to  be p o t e n t i a l ly  
useful in the  analys is  o f  managerial th inking have been included.
Childhood Antecedents 
The re la t io n sh ip  between p e rs on a l i ty  s t r u c tu r e  and paren t-  
ch i ld  re la t io n sh ip s  i s  not e n t i r e l y  c le a r .  Although research r e s u l t s  
are  c o n f l i c t in g ,  some consensus e x i s t s  on the proposi t ion  t h a t  
parental a t t i t u d e s  and ch i ld  r ea r in g  p rac t ices  are  bas ic  determinants 
of  dogmatism.14*
14QI b i d . ,  pp. 71-98.
141c. C. Anderson, "A Developmental Study o f  Dogmatism During 
Adolescence with Reference to  Sex Differences ,"  Journal o f  Abnormal 
and Social Psychology, LXV, No. 2 (1962), 132-135; Gerald Bolmeier, 
'‘The Rela tionship  o f  Dogmatism in Parents  to  Various Aspects o f  
Adjustment Among High School S tudents ,"  D isse r ta t ion  A b s t r a c t s , XXVI, 
Par t  3, No. 9 (March, 1966), 5571-5572; Donn Byrne, "Parental  
Antecedents of Author i ta r ian ism,"  Journal o f  Pe rsona l i ty  and Social 
Psychology, I ,  No. 4 (Apri l ,  1965), 369-373; Martin T. Rebhun, 
"Parental  A t t i tudes  and the  Closed B e l i e f -D is b e l i e f  System," 
Psychological Reports , XX, No. 1 (February, 1967), 260-262.
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Dogmatism and Authoritar ianism 
The dogmatism sca le  i s  a measure o f  general au tho r i ta r ian ism  
and is  supe r io r  to  the Cali fo rn ia  F Scale in t h a t  i t  measures 
au tho r i ta r ian ism  of  both the " l e f t "  and the  " r i g h t . "142
Acceptance of Authority 
The r e l a t i v e l y  closed mind tends to  u n c r i t i c a l l y  accept 
au th o r i ty .  The r e l a t i v e l y  open mind perceives au th o r i ty  f igu res  
more r e a l i s t i c a l l y  recognizing both t h e i r  negative and p o s i t iv e  
charac te r i  s t i  c s .143
142Edwin N. Barker, "Authoritarianism of the  P o l i t i c a l  Right, 
Center, and L ef t ,"  Journal of  Social I s s u e s , XIX, No. 2 (A pr i l ,  1963), 
63-74; Benjamin Fruchter ,  Milton Rokeach, and Edwin G. Novak, "A 
Factor ia l  Study o f  Dogmatism, Opinionation, and Related Sca les ,"  
Psychological Reports , IV, No. 1 (March, 1958), 19-22; David J .  Hanson, 
"Dogmatism and Authori tar ianism,"  Journal of Social Psychology, LXXVI, 
F i r s t  Half (October, 1968), 89-95; Fred Kerlinger and Milton Rokeach, 
"The Factor ia l  Nature o f  the  F and D Sca les ,"  Journal o f  Persona l i ty  
and Social Psychology, IV, No. 4 (October, 1966), 391-399; Walter T. 
P lan t ,  "Rokeach's Dogmatism Scale as a Measure o f  General A u tho r i ta r ­
ianism," Psychological Reports, VI, No. 1 (February, 1960), 164;
Milton Rokeach, " P o l i t i c a l  and Religious Dogmatism: An A l te rna t ive
to  the Author i ta r ian  Pe rsona l i ty ,"  Psychological Monographs, LXX,
No. 18, Whole No. 425 (1956), 1-43; Rokeach, The Open and Closed Mind; 
Milton Rokeach and Benjamin Fruchter ,  "A Fac tor ia l  Study o f  Dogmatism 
and Related Concepts," Journal o f  Abnormal and Social Psychology,
L I I I , No. 3 (November, 1956), 356-360.
143Rokeach, The Open and Closed Mind; William D. Wells,
Guy Weinert, and Marilyn Rubel, "ConformityPressure  and Authori­
t a r i a n  P e rso n a l i ty ,"  Journal of Psychology, XLII, F i r s t  Half  ( Ju ly ,  
1956), 133-136.
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Message and Source of  Message 
The dogmatic th in k e r  has d i f f i c u l t y  d i s t in g u ish in g  between 
the ve rac i ty  of the au th o r i ty  and the s t a tu s  of the  a u t h o r i t y . *44
S i tu a t io n a l  Threat  and Cognitive 
Inconsistency
The dogmatic p e rso n a l i ty  w il l  be threatened by and avoid 
exposure to b e l i e f - d i s c r e p a n t  information.  That i s ,  he wil l  tend 
to r e j e c t  information which i s  contrary  to  c lose ly  held b e l i e f s . ^ 5
!44john Harvey and Daniel G. Hays, "Effect  o f  Dogmatism 
and Authori ty of  the  Source o f  Communication Upon Persuasion,"  
Psychological Reports , XXX, No. 1 (February, 1972), 119-122;
C. Gratton Kemp, "C r i t i c a l  Thinking: Open and Closed Minds," The
American Behavioral S c i e n t i s t , V, No. 1 (January, 1962), 10-15;
John McCarthy and Ronald C. Johnson, " In te rp re ta t io n  of the  'City  
Hall R iots '  as a Function of  General Dogmatism," Psychological 
Reports, XI, No. 1 (August, 1962), 243-245; Frederick A. Powell, 
"Open- and Closed-Mindedness and the A b i l i ty  to  D i f f e re n t i a te  
Source and Message," Journal of  Abnormal and Social Psychology,
LXV, No. 1 (1962), 61-64; Frank R es t le ,  Martha Andrews, and 
Milton Rokeach, "Differences Between Open- and Closed-Minded 
Subjects on Learning-Set  and Oddity Problems," Journal o f  Abnormal 
and Social Psychology, LXVIII, No. 6 (June,  1964), 648-654;
Robert N. Vidulich and Ivan P. Kaiman, "The Effects  o f  Information 
Source Status  and Dogmatism Upon Conformity Behavior," Journal of  
Abnormal and Social Psychology, LXIII, No. 3 ( Ju ly ,  1961), 639-642; 
Charles R. Wilson, "The Relationship  o f  Conformity to Dogmatism as 
Measured by Rokeach's Sca le ,"  D isse r ta t ion  A b s t rac ts , XXV, Part  2,
No. 5 (November, 1964), 3153.
l^ D a v id  Foulkes and Susan H. Foulkes, "Self-Concept, 
Dogmatism and Tolerance o f  T r a i t  Inconsis tency ,"  Journal of  
Personal i ty  and Social Psychology, I I ,  No. 1 ( Ju ly ,  1965), 104-111;
B. Kent Houston, "Dogmatism and In to le rance  fo r  Sensory Discrepancy," 
The Journal of Social Psychology, LXXX, Second Half (A pri l ,  1970), 
245-246; Robert E. Kleck and Je r ry  Wheaton, "Dogmatism and Responses
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Defense Mechanism 
High "D's" tend to be psychological ly  immature, defensive ,  
s tereotyped in t h e i r  th ink ing ,  re s t ra in ed  and c o n s e r v a t i v e . ^ 6 
There i s  st rong support  f o r  the  contention t h a t  dogmatism i s  the  
to ta l  network of  psychoanalytic defense mechanisms which in te r f e r e s  
with the  processing o f  predecis ional  information. The highly 
dogmatic pe rsona l i ty  i s  found to  be more anxious,  l e s s  se l f -aw are ,
to  Opinion-Consistent  and Opinion-Inconsis tent  Information," Journal 
o f  Personal i ty  and Social Psychology, V, No. 2 (February, 196771 
249-252; Bernard Pyron, "A Factor-Analytic  Study o f  S im plic i ty -  
Complexity o f  Social Ordering," Perceptual and Motor S k i l l s , XXII, 
No. 1 (February, 1966), 259-272; Martin F. Rosenman, "Dogmatism and 
the  Movie 'Dr. S t ra n g e lo v e ' ," Psychological Reports , XX, Pa r t  1,
No. 3 (June, 1967), 942; Donald J .  Tosi ,  Thomas K. Fagan, and R. M. 
Frumkin, "Extreme Levels o f  Dogmatism and Perceived Threat Under 
Conditions of Group Persona l i ty  Tes t ing ,"  Psychological Reports , 
XXII, No. 2 (A pri l ,  1968), 638; Donald J .  Tosi,  Thomas K. Fagan, 
and R. M. Frumkin, "Relation o f  Levels of  Dogmatism and Perceived 
Threat Under Conditions o f  Group Personal i ty  Tes t ing ,"  Perceptual 
and Motor S k i l l s , XXVI, No. 2 (A pr i l ,  1968), 481-482; B. Jack White 
and Richard D. A l te r ,  "Dogmatism, Authori tar ianism, and Contrast 
Effec ts  in Judgment," Perceptual and Motor S k i l l s , XX, No. 1 
(February, 1965), 99-101.
, ^ 6Harold A. Korn and Norman S. Giddan, "Scoring Methods 
and Construct Val id i ty  of the  Dogmatism Scale ,"  Educational and 
Psychological Measurement, XXIV, No. 4 (1964), 867-874; Walter T. 
P la n t ,  Charles W. Telford ,  and Joseph A. Thomas, "Some Personal i ty  
Differences Between Dogmatic and Non-Dogmatic Groups," Journal o f  
Social Psychology, LXVII, F i r s t  Half (October, 1965), 67-75;
Ralph B. Vacchiano, Paul S. S t ra u ss ,  and David C. Schiffman, 
"Pe rsona l i ty  Correla tes  o f  Dogmatism," Journal o f  Consulting and 
C l in ica l  Psychology, XXXII, No. 1 (February, 1968), 83-85.
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and more prone to  u t i l i z e  denial  and repress ion  mechanisms than 
the  low dogmatic.*47
Adjustment
There i s  a p o s i t iv e  r e l a t io n s h ip  between dogmatism, a poor 
se l f -concep t  and pe rsona l i ty  maladjustment. High dogmatics tend 
to have poorer se l f -concep ts  than low dogmatics, and a re  charac ter ized  
by more and higher  s e v e r i ty  leve ls  o f  psychological d i s o r d e r s . *48
147ciemens S. Bernhardson, "Dogmatism, Defense Mechanisms, 
and Social D e s i r a b i l i t y  Responding," Psychological Reports, XX,
No. 2 (Apri l ,  1967), 511-513; Donn Byrne, Barbara Blaylock, and 
June Goldberg, "Dogmatism and Defense Mechanisms," Psychological 
Reports , XVIII, No. 3 (June, 1966), 739-742; Irwin H. Cohen, 
"Adaptive Regression,  Dogmatism, and C re a t iv i ty , "  D isser ta t ion  
A b s t rac ts , XXI, Par t  4, No. 2 (May, 1961), 3522-3523; Martin F. 
Kaplan and Erwin S inger ,  "Dogmatism and Sensory Alienation:  An
Empirical I n v e s t ig a t io n ,"  Journal  of  Consulting Psychology, XXVII, 
No. 6 (December, 1963), 486-491; Barbara H. Long and Robert C. 
Z i l l e r ,  "Dogmatism and Pre-Decisional Information Search," Journal 
o f  Applied Psychology, XLIX, No. 5 (October, 1965), 376-378;
Russell P. Norman, "Dogmatism and Psychoneurosis in College 
Women," Journal o f  Consulting Psychology, XXX, No. 3 (June, 1966), 
278; Martin T. Rebhun, "Dogmatism and Test Anxiety," Journal of 
Psychology, LXII (1966), 39-40; Thomas G. S t i c h t  and Wayne Fox 
"Geographical Mobil ity  and Dogmatism, Anxiety, and Age," Journal 
of  Social Psychology, LXVIII, F i r s t  Half (February, 1966), 171-174; 
Robert C. Z i l l e r ,  Howard J .  Shear, and Dominic DeCencio, "Dogmatism: 
A Profess ional Response-Set," Journal o f  Clin ical  Psychology, XX,
No. 2 (Apri l ,  1964), 299-303.
148c. Gratton Kemp, "Inf luence  o f  Dogmatism on Counseling," 
Personnel and Guidance Jo u rn a l , XXXIX, No. 8 (Apri l ,  1961), 662-665; 
Vacchiano, e t a ! . ,  "Persona l i ty  Correla tes  o f  Dogmatism"; Alan 
Webster, "Pa t te rns  and Relations of Dogmatism, Mental Health and 
Psychological Health in Selected Religious Groups," D isser ta t ion  
A b s t rac ts , XXVII, Par t  IV, No. 27, Pa r t  1 (June, 1967), 4142.
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Empathy
The degree to  which a person is  perceived as being empathetic  
and po s i t ive  in his  regard fo r  o thers  i s  a funct ion o f  h is  level  of 
dogmatism. High dogmatics have d i f f i c u l t y  r e l a t i n g  to  o ther  people
and t h e i r  problems.*49
R ig id i ty ,  F l e x i b i l i t y ,  and O r ig ina l i ty  
Dogmatism i s  re la te d  to  r i g i d i t y  o r  r e s i s t a n c e  to  change 
outs ide  the b e l i e f  sys tem.*50 Dogmatism i s  inverse ly  r e l a te d  to  
f l e x i b i l i t y  and o r i g i n a l i t y . 151 Dogmatic thinking r e f e r s  to  the  
to ta l  configuration of ideas and b e l ie f s  organized in to  r e l a t i v e l y  
closed systems, while r i g i d i t y  is  the  d i f f i c u l t y  in overcoming 
b e l i e f s  encountered in a t t ac k in g ,  so lv ing ,  or lea rn ing  something 
sp e c i f i c .
l^G len n  A. Saltzman, "Programmed Materials and School 
Counselor Development," D isser ta t ion  A bs trac ts , XXVII, Par t  3,
No. 7 (January, 1967), 2077-2078.
150Qordon J .  DiRenzo, "Dogmatism and O r ien ta t ions  Toward 
L iturg ica l  Change," Journal fo r  the S c i e n t i f i c  Study o f  R e l ig io n , 
VI, No. 2 (F a l l ,  1967), 278; J .  E. Riley and N. J .  Armlin, "The 
Dogmatism Scale and F l e x ib i l i t y  in Maze Performance," Perceptual  
and Motor S k i l l s , XXI, No. 3 (December, 1965), 914; White and 
A l te r ,  "Dogmatism, Authori tar ianism."
ISlMichael Uhes and James Shaver, "Dogmatism and Divergent- 
Convergent A b i l i t i e s , "  The Journal of  Psychology, LXXV, F i r s t  Half 
(May, 1970), 3-11.
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Resistance to  Change 
Closed-mindedness i s  p o s i t iv e ly  r e l a t e d  to  r e s i s t a n c e  to 
change and unwillingness to  c o m p r o m i s e . 152
Time Perspect ive  
The more closed a pe rson 's  b e l i e f  system, the  more he wil l  be 
o r ien ted  toward the fu ture  and tend to deny the  importance o f  the  
presen t  ( in te rp re ted  as a defense aga ins t  a n x i e t y ) . 153
Perception
The dogmatic th inke r  i s  not  th rea tened  by a n a ly s i s ,  but has 
d i f f i c u l t y  in making a synthesis  i f  he perceives t h a t  the  synthesis  
to  which he i s  inc l ined  will n e c e s s i t a t e  a change in h is  t o t a l  b e l i e f  
system. 1^
152oaniel Druckman, "Dogmatism, P renegot ia t ion  Experience, 
and Simulated Group Representation as Determinants o f  Dyadic Behavior 
in a Bargaining S i tu a t io n ,"  Journal of Pe rsona l i ty  and Social 
Psychology, VI, No. 3 (Ju ly ,  1967), 279-290.
153stanley Pavey, "The Effect  o f  Fa i lu re  on Future Time 
Perspective in Open and Closed B e l ie f  Systems," D is se r ta t io n  A b s t r a c t s , 
XXII, Part  4, No. 10 (Apri l ,  1962), 3741-3742; Milton Rokeach and 
Richard Bonier, "Time Perspect ive ,  Dogmatism, and Anxiety," The 
Open and Closed Mind (New York: Basic Books, I n c . ,  1960), pp. 366-
375; Louis A. Zurcher, J r . ,  Joe E. W i l l i s ,  Frederick Ikard ,  and 
John A. Dohme, "Dogmatism, Future O r ien ta t io n ,  and Perception of  
Time," Journal o f  Social Psychology, LXXIII, Second Half (December, 
1967), 205-209.
154gavid T. Hellkamp and John N. Marr, "Dogmatism and Fie ld-  
Dependency," Perceptual and Motor S k i l l s , XX, P a r t  2 , No. 3 (June, 
1965), 1046-1048; Marvin Iverson and Helen G. Schwab, "Ethnocentric  
Dogmatism and Binocular Fusion o f  Sexually and Radically Discrepant 
S t im uli ,"  Journal of  Personal i ty  and Social Psychology, VII, No. 1 
(September, 1967), 73-81; Jacques Levy and Milton Rokeach, "The 
Formation of  New Perceptual Systems," The Open and Closed Mind (New 
York: Basic Books, In c . ,  1960), pp. 257-269.
C r i t i c a l  Thinking
There i s  an inverse  r e la t io n sh ip  between c r i t i c a l  th inking
and closed-mindedness.*55
Problem Solving
Open-minded ind iv idua ls  demonstrate g rea te r  problem solving 
a b i l i t y  than do closed-minded i n d iv id u a l s .1®®
Learning
Dogmatism i s  inverse ly  r e l a te d  to  the  a b i l i t y  to learn  new 
b e l i e f s .  However, the in tervening  var iab les  of:  the  au tho r i ty
source o f  the  new b e l i e f s ,  the  syndrome relevance of  the mode of  
communication, the  congruence o f  the  b e l i e f s  and novelty o f  the 
b e l i e f s ,  and t h e i r  c e n t r a l i t y  to  the  individual must be considered 
when r e l a t i n g  closed-mindedness to  l e a r n in g .15^
In te l l ig e n ce
I t  appears t h a t  dogmatism i s  not r e la te d  to i n t e l l i g e n c e . 15** 
The r e l a t i o n  o f  dogmatism to  level o f  education is  not e n t i r e l y  c le a r .
155C. Gratton Kemp, "Effect  of Dogmatism on C r i t i c a l  Thinking," 
School Science and Mathematics, LX, Whole No. 528 (Apri l ,  1960), 
314-319.
155Kemp, "Effec t  o f  Dogmatism on C r i t ic a l  Thinking"; Kemp,
"Open and Closed Minds"; James M. Torcivia and Patr ick R. Laughlin, 
"Dogmatism and Concept-Attainment S t r a t e g ie s , "  Journal o f  Persona l i ty  
and Social Psychology, VIII ,  Par t  1, No. 4 (Apri l ,  1968), 397-400.
^ C o n c l u s i o n s  drawn from an extensive review of  research 
pe r ta in ing  to  the  re l a t io n sh ip  between dogmatism and learn ing:
Howard J .  Ehrlich and Dorothy Lee, "Dogmatism, Learning, and 
Resistance to  Change: A Review and a New Paradigm," Psychological 
B u l l e t i n , LXXI, No. 4 (A pr i l ,  1969), 249-260.
155Rokeach, The Open and Closed Mind, pp. 190-191.
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Several s tud ies  demonstrate t h a t  dogmatism decreases with increases  
in education;  however, P lant  and Telford reported t h a t  a group of 
respondents not  in co l lege  showed s im i l a r  decreases in dogmatism 
over the same four  year  p e r i o d . 159
Summary
A theory o f  p e r s o n a l i ty  and em pir ica l ly  derived c o r r e l a t e s  
have been presented as p o t e n t i a l l y  useful in the  ana lys is  of  
managerial th ink ing  and behaving.
The theory deals  with the  s t r u c tu r e  o f  p e rso n a l i ty  r a th e r  
than content by concerning i t s e l f  with "how" ind iv iduals  be l ieve ,  
r a th e r  than "what" they be l ieve .  Persona l i ty  s t ru c tu re s  are  sa id  
to  e x i s t  along an open-closed continuum.
The term "dogmatism" has been employed synonymously with 
closed-mindedness which i s  con tra s ted  with open-mindedness in 
extensive research .  Out of  t h i s  research has come a considerable  
number of  p e rso n a l i ty  and performance c o r r e la te s  which are 
c h a r a c t e r i s t i c  o f  the  dogmatic mind versus the  open mind. A number
159jul ian F. S. Fos te r ,  Richard J.  Stanek, and Witold 
Krassowski, The Impact of a Value-Oriented Universi ty  on Student 
Att i tudes and Thinking (Santa Clara ,  C a l i f . :  Universi ty  o f  Santa
Clara, 1961); I rv in  J .  Lehmann, "Changes in C r i t i c a l  Thinking, 
A t t i tu d es ,  and Values from Freshman to  Senior Years," Journal o f  
Educational Psychology, LIV, No. 6 (December, 1963), 305-315;
Eric H. Marcus, '‘Dogmatism and the  Medical P rofess ion ,"  Journal of  
Nervous and Mental D isease , CXXXVIII, No. 2 (February, 1964),
114-118; Walter T. P lan t ,  "Longitudinal Changes in Tolerance and 
Authori tar ianism f o r  Subjects  D if fe r ing  in Amount o f  College 
Education Over Four Years," Genetic Psychology Monographs, LXXII, 
Second Half (November, 1965), 247-287; Walter T. Plant  and Charles W. 
Telford, "Changes in P e rson a l i ty  fo r  Groups Completing D iffe ren t  
Amounts of  College Over Two Years,"  Genetic Psychology Monographs, 
LXXIV, F i r s t  Half (August, 1966), 3-36.
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of  these  c o r r e l a t e s  were presented in t h i s  chapter as having 
relevance to  th e  analys is  of  managerial th inking and behavior. The 
c h a r a c t e r i s t i c s  described a re  exactly  or  c losely  r e la te d  c h a rac te r ­
i s t i c s  which have been given considerable  a t t en t io n  in theor ies  and 
research concerning the  leadersh ip  process .
In Chapter IV a methodology i s  described which was employed 
in t h i s  exp lo ra t ion .  Hypotheses were constructed in order to 
f a c i l i t a t e  ana ly s i s .
CHAPTER IV
METHODOLOGY
Introduct ion
As was s t a t e d  in Chapter I ,  the  primary purpose o f  t h i s  
explora t ion  is  to  determine what r e l a t io n sh ip s  might e x i s t  between 
manager-1eader pe rsona l i ty  s t r u c t u r e ,  a t t i t u d e s  toward subord ina tes ,  
ro le  percept ions ,  and c e r t a in  s i t u a t i o n a l  va r iab le s .  I f  r e l a t i o n ­
ships do e x i s t  in  the  a n t i c ip a te d  d i r e c t i o n s ,  i s  the re  evidence to 
support  fu r th e r  analys is  of  manager-leader th inking and behavior 
employing the pe rsona l i ty  s t r u c tu r e  dimension (dogmatism) described 
in Chapter I I I .
Conclusions and general p roposi t ions  drawn from research on 
th eo r ie s  of  leadersh ip  were presented in Chapter I I .  The proposi t ions 
general ly  point  t o  the d e s i r a b i l i t y  o f  th e  considera t ion  of  person­
a l i t y  s t ru c tu re  in exp lo ra t ions  o f  managerial th ink ing .  S p e c i f i c a l ly ,  
the  aspect  of  r e l a t i v e  openness o f  pe rso na l i ty  and c o r r e l a t e s  such 
as perceptual d i s t o r t i o n ,  cogn i t ive  f l e x i b i l i t y ,  se l f -c o n c e p t ,  
c r i t i c a l  th ink ing ,  problem solving a b i l i t y ,  and act ion  f l e x i b i l i t y  
have been emphasized as important  elements in manager-leader 
e f fec t iveness  and success .
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In t h i s  chapter ,  the methodology which was employed to 
explore f o r  re la t io n sh ip s  between pe rsona l i ty  s t r u c tu r e  and c e r ta in  
aspects o f  manager-leader thinking and s i t u a t i o n a l  v a r iab les  i s  
described.
Hypotheses
The following hypotheses were t e s t e d  in t h i s  s tudy.  These 
hypotheses are  to be considered highly t e n t a t i v e  in na ture  and are  
proposed as guides f o r  data an a lys is .  In each case ,  a null 
hypothesis i s  s t a te d  along with an a l t e r n a t iv e  hypothesis .  The 
a l t e r n a t iv e  hypothesis w i l l  be accepted upon re j e c t io n  o f  the  n u l l .
Personal i ty  S truc tu re  and Personal 
Background Variables
Null Hypothesis 1 - Dogmatism scores w i l l  not  be r e l a t e d  to  age.
A l te rna t ive  Hypothesis 1 - Dogmatism scores wil l  be r e l a t e d  to  age.
Null Hypothesis 2 - Dogmatism scores wil l  not be r e l a t e d  to level  of
education.
A l te rna t ive  Hypothesis 2 - Dogmatism scores w i l l  be r e l a t e d  to level
of  education.
Null Hypothesis 3 - There wil l  be no d i f fe ren ce  in dogmatism scores
on the  basis  o f  c o l l e g i a te  major.
A l te rna t ive  Hypothesis 3 - There w i l l  be a d i f fe rence  in dogmatism
scores when compared to  c o l l e g i a t e  major.
Null Hypothesis 4 - There will be no d i f fe ren ce  in dogmatism scores
based on order  o f  b i r th  (only borns,  f i r s t  borns, 
l a t e r  borns).
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Alterna t ive  Hypothesis 4 - There wil l  be a d i f fe rence  in dogmatism
scores based on o rder  o f  b i r th  (only 
borns, f i r s t  borns, l a t e r  borns) .
Null Hypothesis 5 - Dogmatism scores will  not be re la te d  to number
o f  years  in present  pos i t ion .
Al te rna t ive  Hypothesis 5 - Dogmatism scores wil l  be re la te d  to the
number o f  years  in present  p o s i t io n . .
Null Hypothesis 6 - Dogmatism scores wil l  not  be r e l a te d  t o  years
with present  company.
Al te rna t ive  Hypothesis 6 - Dogmatism scores wil l  be r e l a te d  to years
in presen t  company.
Null Hypothesis 7 - Dogmatism scores wil l  not be r e l a te d  to  years as
a manager.
Al te rna t ive  Hypothesis 7 - Dogmatism scores w i l l  be re la te d  to years
as a manager.
Null Hypothesis 8 - Dogmatism scores wil l  not  be r e la te d  to  years of
f u l l - t i m e  working experience.
A l te rna t ive  Hypothesis 8 - Dogmatism scores wil l  be r e l a te d  to  years
of  fu l l - t im e  working experience.
Pe rsona l i ty  S t ruc tu re  and Organizational 
Variables
Null Hypothesis 9 -  There will  be no d i f fe rence  in dogmatism scores
based on organizat ional  leve l .
A l terna t ive  Hypothesis 9 - There wil l  be a d i f fe rence  in dogmatism
scores based on organizat ional  l e v e l .
Null Hypothesis 10 - There wil l  be no d i f fe ren ce  in dogmatism scores
based on l in e  versus s t a f f  r o l e s .
Alterna t ive  Hypothesis 10 -  There w i l l  be a d i f fe rence  in dogmatism
scores based on l in e  versus s t a f f  ro les .
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Null Hypothesis 11 -  There wil l  be no d i f fe rence  in dogmatism scores
based on funct ional  ro le .
A l te rna t ive  Hypothesis 11 - There w i l l  be a d i f f e ren c e  in dogmatism
scores based on funct ional  r o l e .
Null Hypothesis 12 - Dogmatism scores w i l l  not  be r e l a t e d  to  span o f
c o n t r o l .
A l te rna t ive  Hypothesis 12 - Dogmatism scores wil l  be r e l a t e d  to  span
of  contro l .
Pe rsona l i ty  S t ruc tu re  and A tt i tudes  Toward 
Subordinates and Role Perception
Null Hypothesis 13 - Dogmatism scores wil l  not  be r e l a te d  to
a t t i t u d e s  toward subordinates .
Al te rna t ive  Hypothesis 13 - Dogmatism scores wil l  be r e l a te d  to
a t t i t u d e s  toward subordina tes .
Null Hypothesis 14 - Dogmatism scores wil l  not be r e la te d  to
considera t ion .
A l te rna t ive  Hypothesis 14 - Dogmatism scores w i l l  be r e l a t e d  to
cons idera t ion .
Null Hypothesis 15 - Dogmatism scores wil l  not be r e l a te d  to
i n i t i a t i n g  s t r u c tu r e .
A l te rna t ive  Hypothesis 15 - Dogmatism scores wil l  be r e l a t e d  to
i n i t i a t i n g  s t r u c tu r e .
Concept
The concept of t h i s  exploratory study i s  as follows:
1. Obtain data from business o rgan iza t ions .  The data  should 
cons is t  of an e x p l i c i t  measurement of pe rsona l i ty  s t r u c t u r e ,  an 
e x p l i c i t  measurement o f  ro le  perception,  an e x p l i c i t  measurement of 
a t t i t u d e s  o f  managers toward subordina tes ,  and e x p l i c i t  measurements
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of as many s i tu a t io n a l  va r iab le s  as are  re levan t  and are  allowed by 
space and time c o n s t r a in t s .
2. Analyze and i n t e r p r e t  the  data and re f in e  hypotheses, 
suported by the  da ta ,  descr ibing any and a l l  s i g n i f i c a n t  r e l a t i o n ­
ships between p e rso n a l i ty  s t r u c tu r e ,  ro le  perception ,  a t t i t u d e s  
toward subordina tes ,  and se lec ted  s i tu a t io n a l  v a r ia b le s .
The implementation o f  the  concept required the  following 
questions to  be answered:
1. What measurement to o ls  wil l  be used to obtain  the 
pe rso n a l i ty  s i t u a t i o n a l  data?
2. How wil l  the  sample be taken and the measurement too ls  
be administered?
3. How wil l  the  data be analyzed?
Following a re  the answers to  these  quest ions .
Measurement Tools
The ques t ionna ire  used in t h i s  study was composed of  the 
following th ree  p a r t s .
Par t  I
Par t  I o f  the  ques t ionna ire  co n s i s t s  of  s i tu a t io n a l  va r iab les  
which were thought to  be p o t e n t i a l ly  valuable  in the  ana lys is  o f  
pe rso n a l i ty  s t r u c tu r e .
These v a r iab le s  are :  (1) age, (2) educational  l e v e l ,
(3) undergraduate major, (4) graduate  major, (5) organizat ional  l e v e l ,
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(6 ) number of managerial posi t ions  held in p resen t  company and in 
ca ree r ,  (7) number of  years in p resent  p o s i t io n ,  ( 8) l in e  o r  s t a f f ,
(9) years  with present  company, (10) years  as a manager, (11) years  
o f  fu l l - t im e  working experience, (12) span o f  c o n t ro l ,  (13) funct ional  
a rea ,  (14) order  o f  b i r t h ,  and (15) family s i z e .  While not  an 
exhaustive s e t  of  s i tu a t io n a l  v a r i a b le s ,  i t  does include a number of  
those  va r iab le s  which research has shown to  be important in 
explora t ion  o f  s i tu a t io n a l  leadership  theory .
P a r t i c u la r  a t t e n t io n  was paid to  the  v a r iab le s  o f  organiza­
t iona l  level (as a measurement of  su ccess ) ,  func t iona l  area (as an 
ind ica t io n  of task  demands), span of  control  and s t a f f  o r  l in e  (as 
an ind ica t io n  o f  task demands).
Par t  II .
Par t  II  o f  the quest ionnaire  was composed o f  the  Leadership 
Opinion Questionnaire developed by the  s t a f f  o f  the  Ohio S ta te  
Leadership Studies .  This Liker t- type  sca le  measures two independent 
dimensions—" i n i t i a t i n g  s t ruc tu re"  and "co ns ide ra t io n ."  Fleishman 
and Harris  have defined consideration and i n i t i a t i n g  s t r u c tu r e  as 
follows:
Consideration includes behavior in d ic a t in g  mutual t r u s t ,  
r e s p e c t ,  and a ce r ta in  warmth and rappor t  between the  superv isor  
and h is  group. This does not mean t h a t  t h i s  dimension r e f l e c t s  
a su p e r f ic i a l  "pat-on-the-back,"  " f i r s t  name ca l l in g "  kind o f  
human r e l a t io n s  behavior. This dimension appears to  emphasize 
a deeper concern fo r  group members' needs and includes such 
behavior as allowing subordinates more p a r t i c i p a t i o n  in decis ion  
making and encouraging more two-way communication.
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S tru c tu re  includes behavior in which the  supervisor  organizes 
and def ines  group a c t i v i t i e s  and his  r e l a t i o n  to  the group. Thus, 
he def ines  the  ro le  he expects each member to assume, assigns 
t a s k s ,  plans ahead, e s t a b l i s h e s  ways of  ge t t ing  th ings done, and 
pushes f o r  product ion. This dimension seems to  emphasize overt  
attempts to  achieve organizat ion  g o a l s . 160
The t h i r t y  item sca le  ( f i f t e e n  items measuring consideration 
and f i f t e e n  items measuring i n i t i a t i n g  s t ru c tu re )  employed in t h i s  
s tudy,  attempts t o  assess  how the  manager-leader thinks he should 
behave in h is  leadersh ip  ro le .  The reader should be cautioned th a t  
the instrument in no way descr ibes  actual  behavior. I t  was used 
here to  descr ibe  ro le  perceptions o f  the  individual managers and 
to  explore  fo r  r e la t io n sh ip s  between ro le  perception,  pe rsona l i ty  
s t r u c tu r e ,  and a t t i t u d e s  toward subordina tes .  Permission fo r  use of 
the  q ues t ionna i re  was granted by Ralph M. S to g d i l l ,  Director  o f  the 
Ohio S ta te  Program f o r  Research in Leadership and Organization.
Par t  I I I
Pa r t  I I I  of  the  ques t ionnaire  was composed o f  two sca le s .  
A t t i tudes
An e ig h t  item sca le  (L iker t)  was used to measure a t t i t u d e s  
of  managers toward t h e i r  subordinates .  This scale  was designed to  
place respondents on a continuum o f  a t t i t u d e  make-up ranging from 
what Mason Haire e t  a l . term the c la s s ic a l  o r  t r a d i t i o n a l - d i r e c t i v e
■^Edwin A. Fleishman and Edwin F. Harr is ,  "Pat terns o f  
Leadership Behavior Related To Employee Grievances and Turnover," 
Personnel Psychology, XV, No. 1 (Spring, 1962), 43-44.
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viewpoint to  the  modern o r  dem o cra t ic -p a r t ic ip a t iv e  viewpoint.
The items are  e s s e n t i a l l y  the  same as those  fac to r s  put fo r th  by 
Douglas McGregor as Theory X versus Theory Y assumptions or a t t i t u d e s .
The primary reason f o r  inclus ion  of  t h i s  scale  in the  
quest ionnaire  was t h a t  the  b e l i e f s  o f  managers concerning the 
c a p a b i l i t i e s  o f  subordinates  and the way in which subordinates should 
be supervised appear to  have an impact on how they supervise .  Thus, 
i t  was deemed important  to  determine what r e l a t io n s h ip s ,  i f  any, 
ex is t  between a t t i t u d e s  toward subord ina tes ,  pe rsona l i ty  s t r u c tu r e ,  
and ro le  percept ion .  Permission to use the  scale  was granted by one 
of i t s  developers ,  P rofessor  Lyman W. Por te r  o f  the  Univers i ty  of 
C a l i fo rn ia - I rv ine .
Personali ty  S t ruc tu re
A twenty item (L ike r t - type)  sca le  was used to  measure the 
openness of the  respondents '  b e l i e f  systems. The items were scored 
in reverse fashion from those of  pas t  u se rs ,  because i t  was des i rab le  
for  the sake o f  a n a ly s i s  to  have low scores represent  dogmatic or 
closed-minded ind iv idua ls  and high scores represen t  the  open-minded. 
This scale  i s  a shor t  form of the  sca le  developed by Rokeach as 
mentioned in Chapter I I I .  The items comprising t h i s  sca le  were 
mixed with the  items making up the  a t t i t u d e  sca le  in order  to 
somewhat d isgu ise  them. They are  items 2, 3, 5, 6 , 8 , 9, 11, 12, 14, 
15, 17, 18, 19, 21, 22, 23, 24, 26, 27, and 28 contained in Part  I I I
l^Mason Haire, Edwin E. G h i s e l l i ,  and Lyman W. P o r te r ,  
Managerial Thinking: An In te rna t iona l  Study (New York: John Wiley 
and Sons, I n c . ,  1966), p. 20.
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of  the  ques t ionna ire .  Permission to  use the  sca le  was granted by 
co-developer Dr. Verling Troldahl of  Michigan S ta te  U nivers i ty .
The complete quest ionnaire  appears in the  appendix along 
with addit ional  explanation where needed.
Sampling Procedure and Questionnaire 
Administration
Due to  the  con s t ra in ts  of  time and resources ,  ca re fu l  
considera tion was given to the  se lec t ion  of  companies which would
be asked to  p a r t i c i p a t e  in the  study.
The following decision ru les  were applied  in choosing 
companies to  p a r t i c i p a t e :
1. In o rde r  to acquire the  needed number o f  managers 
represen t ing  a t  l e a s t  th ree  organizat ional  l e v e l s ,  more than one 
company would be required  fo r  sample purposes.
2. Since several  companies would be combined in a t o t a l  
sample, the  search should be r e s t r i c t e d  to a s in g le  in du s t ry .  That 
i s ,  companies should be chosen which are as s im i la r  as p o ss ib le  in
o b je c t iv e s ,  technology, and organizat ion s t r u c tu r e .  This c r i t e r i o n
f a c i l i t a t e s  the  ana lys is  of the  e n t i r e  sample by organ iza t iona l  le v e l .
3. While homogeneity i s  des i rab le  in the  area o f  o b j e c t i v e s ,  
technology, and s t r u c t u r e —heterogeneity  i s  d e s i r ab le  in  the 
funct ional  a rea .  Therefore, companies to  be chosen should include 
sub-organizat ions represen ting  as many functional  areas as p o ss ib le .
Admittedly, the  e f f e c t  of the  above c r i t e r i a  was a l im i t in g  
one as f a r  as g e n e rab i l i ty  o f  r e s u l t s  i s  concerned. However, due to
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the  exploratory nature  o f  t h i s  s tudy,  t h i s  l im i ta t io n  did not appear 
to be c r i t i c a l .  They a re :
1. The r e l i a b i l i t y  and v a l id i ty  o f  t h i s  study were l imited
by the r e l i a b i l i t y  and v a l i d i t y  of the  c r i t e r i o n  of  organizat ional
level as a measure o f  r e l a t i v e  success .
2. The r e l i a b i l i t y  and v a l id i ty  o f  t h i s  study were l imited
by the r e l i a b i l i t y  and v a l i d i ty  of the  mail survey method employed
and the instruments used to  measure fo r  pe rsona l i ty  s t r u c tu r e ,  
a t t i tu d e s  and ro le  percep t ion .
3. As a r e s u l t  o f  the  nature  o f  pe rsona l i ty  measures, the  
study is  l im i ted  to  the  ana lys is  of responses to  items in the 
instrument employed and in no way deals with actual  behavior.
4. Conclusions drawn from the r e s u l t s  o f  the  study are  
necessa r i ly  d e s c r ip t iv e  and t e n t a t i v e  in nature  and are  l im ited  to  
the sample.
Sampling Procedure
The sampling procedure ( including the  above c r i t e r i a )  was 
implemented in the  following ways:
1. The farm product industry  was chosen as i t  was access ib le  
through a personal con tac t  and i t  met the  major c r i t e r i a .
a. I t  conta ins  a la rge  number of  companies which are 
s im i la r  in  o b je c t iv e s ,  technology, and s t r u c tu r e .
b. There a re  a s u f f i c i e n t  number o f  companies which 
contain a number o f  funct ional  sub-un i ts  including:  production,
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marketing, f inance,  research ,  engineer ing,  and personnel and re la te d  
corporate  se rv ices .
2. Telephone c a l l s  to  key executives in nine companies in 
the  farm product industry  resu l ted  in f iv e  favorable  responses.
3. A follow-up l e t t e r  expla ining d e t a i l s  of  the  study was 
sen t  to  key executives o f  the f iv e  i n te r e s te d  companies.
4. Four of  the f ive  agreed to p a r t i c i p a t e  a f t e r  consult ing 
t h e i r  respec t ive  top executives .
5. Two o ther  companies were surveyed fo r  top management 
personnel only.
The s ix  companies involved in the  study have the  following 
commonalities:
1. All are  engaged, to  some degree, in the  a c q u is i t io n  of  
raw a g r ic u l tu ra l  products, the  processing of those products fo r  
r e s a l e ,  and the  marketing of those products to  in termediate  and 
f in a l  consumers.
2. All contain sub-organizat ions designed to  perform the 
funct ions of: purchasing, processing (p roduct ion) ,  marketing and
the support funct ions such as personnel and in d u s t r i a l  r e l a t i o n s ,  
f inance ,  accounting, research and development, engineer ing,  and 
data  processing.
3. Product l in e s  include:  feed ,  g ra in ,  f e r t i l i z e r s ,  
soybeans, eggs, poul try  and o ther  meat products ,  seed,  farm 
chemicals , and farm suppl ies .
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Questionnaire Administration
The quest ionnaire  was administered in the  following ways:
1. Key executives o f  th ree  companies d i s t r ib u te d  the
ques t ionna ire  to  managerial personnel a t  a l l  l e v e l s ,  along with a 
re tu rn  envelope addressed to  the  author and a cover l e t t e r  explaining 
the  reason fo r  the  study and encouraging a l l  rec ip ie n t s  to  f i l l  th e  
ques t ionna ire  out as promptly as poss ib le .
2. One company was surveyed by the  researcher  with the  aid  
o f  a d i r ec to ry  of managerial personnel . Again, a cover l e t t e r  from 
a key executive was included.
3. The top management of  two companies were surveyed by the 
researcher .  The ques t ionnaire  was accompanied by a l e t t e r  defining 
the  purpose o f  the  study.
4. In a l l  cases the  respondents were assured of  t h e i r
anonymity. In s t ru c t io ns  on the ques t ionna ire  pointed out the  f a c t
th e re  were no " r igh t"  or  "wrong" answers and asked each individual 
to  be as completely honest as poss ib le  in answering each item as he 
t r u ly  f e l t .
5. In t o t a l ,  646 ques t ionna ires  were d i s t r ib u te d  to the s ix  
p a r t i c ip a t in g  companies. Four hundred and fo r ty - f iv e  usable 
documents were returned (about 69 percen t) .
Each company which decided to  p a r t i c i p a t e  was promised a 
summary o f  s i g n i f i c a n t  r e s u l t s  along with a n a r ra t iv e  descr ip t ion  of 
the  var iab les  being measured.
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Plan f o r  Data Analysis 
In order to  f a c i l i t a t e  t e s t i n g  o f  the  hypotheses as s t a te d  
e a r l i e r ,  the  following groups were d e l in ea ted :
Education
1. Up to college
2. Some college
3. College graduate
4. Graduate work
Undergraduate and graduate major
1. Business and economics
2. Agriculture
3. Engineering
4. Accounting
5. All others
Organizational level
1. F i r s t  level o r  f i r s t - l i n e  managers
2. Second level or  lower-middle managers
3. Third level or  upper-middle managers
4. Fourth level o r  top managers
The individual managers were placed in one of  the above 
ca tego r ies  based on:
a. T i t l e  and b r i e f  job d esc r ip t ion
b. Location in o rgan iza t io na l  char t
c. Whether they supervised managers o r  non-managers
Examples of t i t l e s  in each category are  as follows:
F i r s t  level
1. Production foreman
2. Sales manager ( f i r s t  l ev e l )
3. Process engineer
4. Design engineer
5. Accountant
6 . Assis tan t  to department head
88
Second level
1. P lan t  manager (small p lan ts  and e lev a to rs )
2. Sales manager
3. Office adminis t ra tors
4. Department head
5. Production superintendent
6 . Area manager
7. Operation supervisor
8 . Reta il  or  branch manager
Third level
1. Division level  department head
2. A ss is tan t  to d iv is ion  d i r e c to r
3. Regional manager
4. Operation manager ( la rge  p lan t  or  m u l t i -p ian ts )  
Fourth level
1. Pres ident
2. Vice-pres ident
3. General manager
4. Secre tary-Treasurer
5. C on tro l le r
6 . Division d i r e c to r  ( l in e  and s t a f f )
Functional designat ions
1. General management
2. Marketing and c losely  r e l a t e d  funct ions
3. Production and closely  r e l a t e d  funct ions
4. Accounting and Finance
5. Engineering and Research
6 . Personnel and Corporate se rv ices
7. Purchasing
S t a f f - l i n e  designations
1. The l in e  designations were given to  a l l  those  who were
employed in those functions which con tr ibu te  d i r e c t l y  to  the
o rg an iz a t io n 's  t a sk  goals .  In t h i s  ind u s t ry ,  those  funct ions are
production or  processing and marketing.
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2. The s t a f f  designation was given to  those who were employed 
in maintenance o r  support  funct ions such as personnel, accounting, 
and f inance ,  data processing,  and o ther  corporate  service  func t ions .
The v a r iab le s  of:  age, years in p resent  pos i t ion ,  years  with
presen t  company, years as a manager, years  o f  fu l l - t im e  working 
experience,  and span o f  c o n t ro l ,  were l e f t  as continuous va r iab le s .
The v a r iab le s  of  number of  managerial posi t ions  held—present  
company and number o f  managerial pos i t ions  held—caree r ,  were not 
used, as a r e s u l t  o f  inadequate response caused by confusion in 
responses given to  the quest ions .
Tools
The primary s t a t i s t i c a l  too ls  used were:
1. Pearson Product Moment
2. Analysis  of Covariance
3. Chi-square
Pearson product moment c o r re la t io n s  were ca lcula ted to 
determine a pooled es t imate  o f  the varying amounts o f  agreement 
between the  dogmatism variab le  and the  var iab les  o f  age, years in 
p resen t  p o s i t io n ,  years  with presen t  company, years as a manager, 
years o f  f u l l - t im e  working experience,  span of con tro l ,  role  
perceptions o f  considera t ion  and s t r u c tu r e ,  and a t t i tu d e s  toward 
subord ina tes .  The lack of  a s i g n i f i c a n t  co r re la t io n  was construed 
as an acceptance o f  the  null hypothesis in quest ion as i t  r e l a t e s  
to  the  e n t i r e  d i s t r ib u t io n  of dogmatism scores .
Analysis o f  covariance was performed to check fo r  d i f fe rences  
between groups in mean dogmatism scores adjusted fo r  the possible
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i n te r a c t io n  e f f e c t s  of the  variab les  under in v e s t i g a t io n .  The 
covariance technique provides a s t a t i s t i c a l  approach to control  o f  
in te ra c t io n  e f f e c t s  which cannot be c o n t ro l le d  f o r  experimentally .
The groups analyzed using th is  technique were educational l e v e l ,  
organizat ional  l e v e l ,  funct ion, l ine  versus s t a f f ,  c o l l e g ia te  major, 
and ordinal  pos i t ion  in the  family.
All var iab les  were grouped and subjected  to  the chi-square 
t e s t  fo r  independence using the upper and lower q u a r t i l e s  of the 
dogmatism scores as representing the r e l a t i v e l y  open versus 
r e l a t i v e ly  closed mind respec t ive ly .  This ana lys i s  was made in 
keeping with the large  majority of  pas t  i n v es t ig a t io n s  concerning 
dogmatism which have attempted to  id e n t i fy  the  thinking and behavior 
p a t te rn s  of the  two extreme groups. I t  was p red ic ted  t h a t  by using 
the  extreme or high-low groups, r e l a t io n s h ip s  not apparent  in the 
ana lys is  of the  t o t a l  d i s t r ib u t io n  of scores  might present  themselves.
Summary
The hypotheses t e s ted  in  the s tudy ,  as well as the  
ques t ionnaire  design, the sampling procedure, the  plan fo r  data 
a n a ly s i s ,  and the s t a t i s t i c a l  to o ls  employed were described in t h i s  
chapter .
The l im i ta t io ns  o f  the study were:
The r e l i a b i l i t y  and v a l id i ty  o f  t h i s  study were l im ited  by 
the  c r i t e r i o n  o f  organizat ional  level as a measure of r e l a t i v e  
success .
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The r e l i a b i l i t y  and v a l id i ty  o f  t h i s  study were l im i ted  by 
the  mail survey method employed and the instruments used to  measure 
f o r  pe rsona l i ty  s t r u c tu r e ,  a t t i t u d e s ,  and ro le  percept ion .
Because o f  the  nature o f  pe rsona l i ty  measures, the  study i s  
l im i ted  to the ana lys is  o f  responses to items in the  instrument 
employed and in no way deals with actual  behavior. Conclusions 
drawn from the r e s u l t s  o f  the study are  n ecessa r i ly  d e sc r ip t iv e  and 
t e n t a t i v e  in nature and are  l im ited  to the  sample. The f indings  
r e l a t i n g  to  the  analys is  o f  the  data  are  presented in Chapter V.
CHAPTER V
FINDINGS
The f indings  assoc ia ted  with the s t a t i s t i c a l  analys is  of  
the  data  in the present  study are  presented in t h i s  chapter. 
I n t e r p r e t a t i o n s  of the  f ind ings ,  t h e i r  implications fo r  management, 
and f u r th e r  research a re  discussed in Chapter VI. The f indings 
are  presented in the order  of the  hypotheses as s ta te d  in Chapter IV.
Table 1 presents biographical  and caree r  variab les  of 
respondents by organizat ional  l e v e l .  From the to ta l  usable r e s ­
ponse of  445, there  were 44 f i r s t  level  managers, 224 lower-middle 
managers, 117 upper-middle managers, and 60 top managers.
As expected, the mean age, the  mean years of education, the 
mean years  in p resent  company, the  mean years  as a manager, and 
the  mean years  of  fu l l - t im e  work experience general ly  increase 
p o s i t iv e ly  with organizat ional  l e v e l .  With t r a d i t i o n ,  work and 
managerial experience along with education and tenure with the 
company were valued and rewarded, and with the exception of  educa­
t io n  can come only via the  aging process.
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TABLE 1
RESPONDENT BIOGRAPHICAL AND CAREER 
VARIABLES BY ORGANIZATIONAL LEVEL
Variable
F i r s t  Level 
Managers
Lower-Middle
Managers
Upper-Middle
Managers
Top
Managers
Total respondents 44.0 224.0 117.0 60.0
Mean age 42.5 41.0 45.3 52.4
Mean education 13.3 13.9 14.8 15.5
Mean years in 
present  posi t ion 7.4 5.4 6.1 6.6
Mean years  in 
present  company 12.0 12.0 16.1 22.1
Mean years as 
a manager 12.6 13.0 16.2 22.4
Mean years f u l l ­
time working 
experience 21.2 20.0 23.0 30.1
Source: Primary
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Findings fo r  Personal i ty  S t ru c tu re  (Dogmatism) 
and Personal Background Variables
Hypotheses one through eight  are  s e t  up in the  c la s s ic a l  
null and a l t e r n a t iv e  form and deal with the  va r ia b le s  age, education,  
c o l l e g ia te  major, b i r th  order,  years in p resen t  p o s i t io n ,  years  with 
present  company, years  as a manager, and years o f  f u l l - t im e  work 
experience as they r e l a te  to  pe rsonal i ty  s t r u c tu r e  o r  dogmatism.
As with a l l  of the variables,,  the  personal background v a r i a ­
bles were analyzed using the  fu l l  range o f  dogmatism scores and the  
upper and lower Quant i t ies  o f  dogmatism s c o r e s . The reader i s  urged 
to  keep in mind t h a t  the  items making up the  dogmatism sca le  employed 
in t h i s  study were scored in reverse  so t h a t  low scores  represent  
the dogmatic pe rsona l i ty  and high scores rep resen t  the  r e l a t i v e ly  
open-minded ind iv idua l .
Results f o r  the Age Variable
Null Hypothesis one predicted no r e l a t i o n s h ip  between age and 
dogmatism scores .  As age was l e f t  as a continuous v a r ia b le ,  a 
Pearson product moment co rre la t ion  was ca lcu la te d  to  determine i f  a 
s i g n i f i c a n t  a ssoc ia t ion  ex is ted  between i t  and d o g m a t i s m .^  jhe  
c o r re la t io n  between age and dogmatism i s  found in Table 2 along with 
co r re la t io n s  between dogmatism and o the r  continuous v a r iab le s .
^ s t a t i s t i c a l  tools  employed in t h i s  s tudy were taken 
from: Quinn McNemar, Psychological S t a t i s t i c s  (New York: John Wiley
and Sons, 1969); Ju l ian  C. Stanley and Kenneth D. Hopkins, Educational 
and Psychological Measurement and Evaluation (Englewood C l i f f s ,  N .J . :  
P ren t ic e -H a l l , I n c . ,  1972).
TABLE 2
CORRELATIONS AMONG VARIABLES TREATED AS CONTINUOUS FOR INITIAL 
ANALYSIS USING ENTIRE DISTRIBUTION OF DOGMATISM SCORES
Age .00 .13 -.1 0 .08 .12 .91** .77** .64**
Yrs in
present
pos i t ion - .05 .07 -.11 .01 .07 .49** .47** .48**
Yrs with
present
company .11 .20 -.15 - .02  .09 .65** . 68**
Yrs as a 
manager .03 .17 - .14 .10 .18 . 79**
Yrs fu l l - t im e  
work - .03 .09 - .07 .09 .13
Span of 
control .05 - .07 .08 .17
Consideration - .03 .03 .32**
I n i t i a t i n g
s t ru c tu re - .19 -.26**
Att i  tudes
toward
subordinates .30**
Dogmati sm —
Dogmatism A t t i tudes  I n i t i a t i n g  Consideration Span Yrs Yrs as Yrs with Yrs in
toward s t ru c tu re  of fu l l - t im e  a p resent  p resent
subordinates control work manager company pos i t ion
**Signif icant  a t  the .01 lev e l .
Source: Primary
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The c o r re la t io n s  were t e s t e d  a t  the .05 and .01 levels  o f  s i g n i ­
f icance and were co rrec ted  to take in to  account the number of 
va r iab les  being c o r r e l a t e d .
I t  can be seen from Table 2 th a t  age co rre la ted  .00 with 
dogmatism. Thus, the  n u l l  hypothesis of  no re la t io n sh ip  between age 
and dogmatism was accepted f o r  the  fu l l  range of  scores .
In keeping with past  p r a c t ic e s ,  the dogmatism scores were 
divided in to  extreme groups represen t ing  the r e l a t i v e ly  closed-mind 
and the r e l a t i v e l y  open-mind. This researcher  chose the  upper and 
lower q u a r t i l e s  of  dogmatism scores as represent ing  the two groups. 
The lower q u a r t i l e  o f  scores was represented by 116 respondents and 
labeled closed-minded, while th e  upper q u a r t i l e  was made up o f  111 
respondents and labe led  open-minded. The inequa l i ty  of  sample sizes 
i s  corrected  fo r  i n t e r n a l l y  by the method employed in c a lc u la t in g  the 
ch i-squares .
The top number in each ce l l  in Table 3 i s  the observed 
frequency or ac tual  number of  respondents which f e l l  in to  th a t  
p a r t i c u l a r  c e l l .  The number d i r e c t l y  below the observed frequency 
i s  the  expected frequency or  the  number of  respondents expected to 
f a l l  in to  t h a t  p a r t i c u l a r  c e l l  based on the percentage o f  t o t a l  
su b je c t s ,  o f  each observed row, m ult ip l ied  by the corresponding 
observed column t o t a l .  The percentages were not included in the  
chi-square  t a b l e ,  as they serve no useful purpose other  than as 
an ingred ien t  in the  c a lc u la t io n  of expected frequencies ,  which 
are  in tu rn  used to  determine c e l l  ch i-squares .  Cell ch i-squares
97
TABLE 3
CHI-SQUARE TABLE FOR AGE VERSUS DOGMATISM
Closed-Minded Open-Minded Tota ls
20.00 6.00 26.00
Under 30 13.29 12.71 26.00
(3.39) (3.55) (6.94)
32.00 34.00 66.00
31-40 33.73 32.27 66.00
(0.09) (0.09) (0.18)
30.00 41.00 71.00
41-50 36.28 34.72 71.00
(1.09) (1.14) (2 . 22)
26.00 24.00 50.00
51-60 25.55 24.45 50.00
(0 . 01) (0 .01) (0 . 02)
8.00 6.00 14.00
Over 60 7.15 6.85 14.00
(0 . 10) (0 . 10) (0 . 20)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(4.68) (4.89) (9.56)
Total chi-square  = 9 .5 6  with 4 degrees of freedom 
Probab i l i ty  of  ch i-square  = 0.0478 
Source: Primary
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were computed by sub t rac t ing  the expected frequency from the observed 
frequency and squaring,  and then dividing by the expected frequency. 
The chi-square  values f o r  each ce l l  a re  shown in p a ren th es is .  Cell 
ch i-squares  rep resen t  the  con tr ibu t ion  of each ce l l  to  the  t o t a l  
ch i-square  value. This method allows fo r  overall  comparison of  
the  r e l a t i v e l y  closed-minded group and the r e l a t i v e l y  open-minded 
group of managers.
The procedure as applied to age versus dogmatism re su l te d  
in  a ch i-square  of 9 .56, which i s  s ig n i f i c a n t  a t  the  .05 l e v e l .  This 
r e s u l t  indica ted  t h a t  age was not independent of dogmatism when the 
extreme scores were analyzed. The l a rg e s t  con tr ibu t ion  to  the  to ta l  
chi-square  came from the under 30 age group and the 41-50 age group. 
These r e s u l t s  ind ica ted  an overrepresen ta t ion  of managers under 30 
years  o f  age in the  closed-minded group and a s l i g h t  underrepresen­
t a t i o n  in t h i s  c l a s s i f i c a t i o n  of  managers in the 41-50 age category.  
I t  appears t h a t  dogmatism i s  not independent o f  age when respondents 
a re  divided in to  the upper and lower q u a r t i l e s  of dogmatism scores .
I t  was necessary,  then, to  r e j e c t  Null Hypothesis one as i t  r e l a t e s  
to  high dogmatics and low dogmatics and to o f f e r  the  a l t e r n a t i v e  
hypothesis t h a t  dogmatism was re la ted  to  age in t h i s  study as 
r e f l e c t e d  in the  s t a t i s t i c a l l y  overrepresentat ion  of  the under 30 
age group in the  closed-minded c l a s s i f i c a t i o n .  The acceptance of 
the  a l t e r n a t iv e  hypothesis  in t h i s  case was made with a^  note o f  
extreme cau t ion , in t h a t  poss ib le  confounding e f f e c t s  of  o ther
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v a r i a b le s , i d e n t i f i e d  in  t h i s  study o r  not i d e n t i f i e d , are  not 
con tro l led  fo r  and could well account fo r  the  s i g n i f i c a n t  ch i - sq u a re . 
This note of caution app l ies  to  a l l  cases where chi-square  ana lys is  
was employed in t h i s  study. Due to the  explora tory  nature  of  t h i s  
s tudy, any r e la t io n sh ip s  between the extreme groups were noted as 
needing fu r th e r  study even though the  r e l a t io n sh ip s  may well have 
been noted as i n s ig n i f i c a n t  when employing the fu l l  range of  dogmatism 
scores .  More is  sa id  on t h i s  poin t  in Chapter VI.
In summary, Null Hypothesis one was accepted when employing 
the fu l l  range of  dogmatism sco res .  Age was not found to be s i g n i ­
f i c a n t ly  assoc ia ted  with dogmatism. However, when the  closed-minded 
group was compared to  the  open-minded group, a s i g n i f i c a n t  dependency 
was found between age and dogmatism. I t  appears t h a t  the under 30 
age group represents  more closed-minded p e r s o n a l i t i e s  than expected, 
and the 41-50 age group rep resen ts  s l i g h t l y  fewer closed-minded 
p e rs o n a l i t i e s  than expected s t a t i s t i c a l l y .
Results fo r  the  Education Variable 
Null Hypothesis two p red ic ted  no r e l a t io n s h ip  between dogma­
tism and education. To t e s t  t h i s  hypothes is ,  two methods o f  ana lys is  
were performed. F i r s t ,  the  education va r iab le  was grouped so t h a t  
group one consis ted  of a high school l ev e l  or l e s s ,  group two 
equated to some c o l lege ,  group three  was made up o f  college  graduates ,  
and group four was composed o f  respondents with m as te r 's  degrees and
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beyond. Analysis of  covariance was performed to  check fo r  s i g n i ­
f i c a n t  d i f fe rences  between groups in mean dogmatism scores .  The 
mean scores of  each group were adjus ted  fo r  the e f f e c t s  of the  
va r iab les  of age, organizat ional  l e v e l ,  funct ion,  years in p resen t  
p o s i t io n ,  years with present  company, years as a manager, years  of  
fu l l - t im e  work, s t a f f  versus l in e  funct ion ,  span of c o n t ro l ,  ord inal  
pos i t ion  in the  family and family s iz e .  The regress ion approach 
to covariance ana lys is  provides a s t a t i s t i c a l  means o f  c o n t ro l l in g  
fo r  i n te r a c t io n  e f f e c t s  which cannot be con tro l led  fo r  experimen­
t a l l y .
Table 4 conta ins an F r a t i o  of  3.56 which is  s i g n i f i c a n t  a t  
the  .05 l e v e l .  Therefore, Null Hypothesis two was re j e c te d  and 
A l te rna t ive  Hypothesis two of a s i g n i f i c a n t  d i f ference  in mean 
dogmatism scores across educational  level i s  o ffered .  That i s ,  
using the fu l l  range of dogmatism scores ,  there  was a r e l a t i o n s h ip  
found between dogmatism and education.
In order  to  t e s t  fo r  s i g n i f i c a n t  d i f fe rence  between ad jus ted  
means, Scheffe 's  t e s t  fo r  unequal sample s ize  was made.*®3
Table 5 conta ins the  mean and adjus ted mean dogmatism scores 
fo r  each educational  l e v e l .  The c r i t i c a l  d i f fe rences  of i n t e r e s t  
here  are  the d i f fe rences  between adjus ted  means fo r  each combination 
of groups or l e v e ls .  As depicted in Table 5, the s i g n i f i c a n t  
d i f fe rences  between adjus ted  mean dogmatism scores f o r  l ev e ls  one
163Ibid., pp. 323-324.
TABLE 4
ANALYSIS OF COVARIANCE FOR DOGMATISM 
VARIABLE BY EDUCATIONAL LEVEL
Source
Degrees of 
Freedom
Mean
Square F-Ratio
Among 3 754.61 3.56*
Within 423 211.97
Total 426
*F value s i g n i f i c a n t  a t  the .05 le v e l .
Source: Primary
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Means
Adjusted
Means
Di fferences
TABLE 5
MEAN SCORES ON DOGMATISM BY EDUCATIONAL LEVEL - 
CORRECTED FOR AFFECTS OF AGE, ORGANIZATIONAL 
LEVEL, FUNCTION, YEARS IN PRESENT POSITION, 
YEARS WITH PRESENT COMPANY, YEARS AS A 
MANAGER, YEARS FULL-TIME WORKING EXPERIENCE, 
STAFF-LINE, SPAN OF CONTROL,
BIRTH ORDER, FAMILY SIZE
High School Some College Master 's  Degree
or Less College Degree and Beyond
N = 153 N = 86 N = 177 N = 29
87.92 94.20 95.86 100.07
88.49 93.17 93.06 97.31
1 < 2 = 4.68 
1 < 3 = 4.57* 
1 < 4 = 8.82*
2 > 3 = .09 
2 < 4 = 4.14
3 < 4 = 4.25
*Sign if ican t  a t  the  .05 l e v e l .
Source: Primary
and three of  4.57 and one and four  o f  8.82 were found. These r e s u l t s  
ind ica te  t h a t  those with a high school education or l e s s  are 
s ig n i f i c a n t ly  more dogmatic than those  with a co l lege  degree and 
those with graduate work. The d i f fe rence  between high school or  
le s s  and some co l lege ,  and between some col lege  and col lege  degree,  
and between co llege  degree and graduate  work, were not found to  be 
s ig n i f i c a n t .  The d i f fe ren c e  between the high school or le s s  
c l a s s i f i c a t i o n  and the some co llege  c l a s s i f i c a t i o n  of  4.68 f a i l e d  
to  reach s ign i f icance  due to the  sample s i z e  adjustment made in 
Scheffe 's  t e s t ,  which i s  based on the  p r in c ip le  t h a t  large  sample 
s ize  produces more s t a b le  means than do small sample s i z e s ,  and 
th a t  considerable d i f fe ren c e s  in sample s i z e  must be taken in to  
account when comparing mean scores .
The contr ibu t ion  to  the  s i g n i f i c a n t  F r a t i o  of  3.56 was 
made, for  the  most p a r t ,  by the  d i f fe rences  in adjus ted mean scores 
between the high school o r  l e s s  c l a s s i f i c a t i o n  and the o ther  th ree  
c l a s s i f i c a t i o n s .  Note should be made of the  l e s s  conservat ive  mean 
d i f fe rences  pr ior  t o  adjustment ,  which dep ic t  a decrease in dogmatism 
(or increase  in open-mindedness) with each level of  education.
The var iab le  of education was a lso subjected to  ch i-square  
an a lys i s .  The r e s u l t s  o f  t h i s  an a ly s i s  a re  found in Table 6. A 
chi-square of 19.43, s i g n i f i c a n t  a t  the  .01 l e v e l ,  r e s u l te d ,  and 
as expected, the primary c o n tr ibu t io n  to the chi-square  came from 
the high school o r  les s  group, which was overrepresented in the
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TABLE 6
CHI-SQUARE TABLE FOR EDUCATION VERSUS DOGMATISM
Closed-Minded Open-Minded Totals
High school 61.00 29.00 90.00
or 45.99 44.01 90.00
less (4.90) (5.12) (10.02)
19.00 21.00 40.00
Some college 20.44 19.56 40.00
(0.10) (0.11) (0.21)
33.00 50.00 83.00
College degree 42.41 40.59 83.00
(2.09) (2.18) (4.27)
Master ' s 3.00 11.00 14.00
degree and 7.15 6.85 14.00
beyond (2.41) (2.52) (4.93)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(9.50) (9.93) (19.43)
Total chi-square  = 19.43 with 3 degrees of freedom 
P ro b ab i l i ty  of chi-square  = 0.0003 
Source: Primary
105
closed-minded category.  The college  graduate and m as te r 's  and 
beyond groups were both underrepresented in the  closed-minded 
category and, th e re fo re ,  overrepresented in the  open-minded category.
In summary, a s i g n i f i c a n t  r e la t io n sh ip  was found between 
dogmatism and educational  l e v e l .  Generally,  the re l a t io n sh ip  i s  
an inverse  one with dogmatism decreasing with education,  p a r t i c u l a r ly  
as co l lege  education reached the advanced degree s tage.
Results  fo r  the  Co l leg ia te  Major Variable
Of the to ta l  response,  the re  were 206 college  graduates 
divided in to  f ive  c a teg o r ie s .  The majors of  business and economics, 
a g r i c u l t u r e ,  accounting, and engineering,  along with a f i f t h  category 
of  "a l l  o thers"  were analyzed using the ana lys is  of  covariance 
technique to  determine i f  s i g n i f i c a n t  d i f fe rence  ex is ted  between 
them on dogmatism scores .  Presented in Table 7 i s  an F r a t i o  of 
.86 which f a i l s  to  reach s ig n i f ic a n c e .  Thus, Null Hypothesis th re e ,  
which p re d ic t s  no s i g n i f i c a n t  d if fe rence  in mean dogmatism scores 
between c o l l e g i a t e  majors, i s  accepted fo r  the  f u l l  range o f  scores .  
Table 8 dep ic ts  the unadjusted mean dogmatism scores by major. The 
ad jus ted  means were not presented ,  as the F r a t i o  f a i l e d  to  reach 
s ig n i f ic a n c e .
The ch i-square  t e s t  fo r  independence, as presented in 
Table 9, was performed to determine i f  c o l l e g i a t e  major was assoc ia ted  
with dogmatism when comparisons were made using the  upper and lower 
q u a r t i l e s  of the scores .  The chi-square  of  3.29 did not reach
TABLE 7
ANALYSIS OF COVARIANCE FOR DOGMATISM 
VARIABLE BY COLLEGIATE MAJOR
Source
Degrees of 
Freedom
Mean
Square F-Ratio
Among 4 159.20 .86
Within 183 185.13
Total 187
F value nons ign i f ican t .
Source: Primary
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Means
TABLE 8
MEAN SCORES ON DOGMATISM BY COLLEGIATE MAJOR 
Business &
Economics Agricu l tu re  Accounting Engineering All Others
N = 56 N = 93 N = 13 N = 20 N = 24
96.20 96.83 89.62 98.55 97.54
Source: Primary
TABLE 9
CHI-SQUARE TABLE FOR COLLEGIATE MAJOR VERSUS DOGMATISM
Closed-Minded Open-Minded Totals
Business 12.00 18.00 30.00
and 11.13 18.87 30.00
Economi cs (0.07) (0.04) (0.11)
11.00 26.00 37.00
Agricul ture 13.73 23.27 37.00
(0.54) (0.32) (0.86)
5.00 3.00 8.00
Accounting 2.97 5.03 8.00
(1.39) (0.82) (2.21)
4.00 6.00 10.00
Engineering 3.71 6.29 10.00
(0.02) (0.01) (0.04)
4.00 8.00 12.00
All o thers 4.45 7.55 12.00
(0.05) (0.03) (0.07)
36.00 61.00 97.00
TOTALS 36.00 61.00 97.00
(2.07) (1.22) (3.29)
Total ch i-square  = 3 . 2 9  with 4 degrees of freedom 
P rob ab i l i ty  of  ch i-square  = 0.5128 
Source: Primary
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s t a t i s t i c a l  s ig n i f ican ce  and, th e re fo re ,  the null hypothesis of  no 
r e l a t io n s h ip  between c o l l e g i a te  major and dogmatism scores was 
accepted fo r  the  extreme ca tegor ies  as well as the fu l l  range of  
dogmatic scores .
In summary, n e i th e r  approach to the  ana lys is  o f  dogmatism 
scores ( f u l l  d i s t r i b u t i o n  or q u a r t i l e )  and c o l leg ia te  major r e su l te d  
in s i g n i f i c a n t  r e s u l t s .  For t h i s  sample there  was no s i g n i f i c a n t  
d i f fe rences  in dogmatism scores between the  college majors of 
business and economics, a g r i c u l tu r e ,  accounting, engineering and an 
"al l  other" category.
Results  fo r  the Bir th  Order Variable 
As pointed out  in Chapter I I I ,  there  is  research evidence 
which suggests t h a t  ea r ly  p a ren t -ch i ld  re la t io n sh ip s  may con tr ibu te  
to  the  development of pe rsona l i ty  s t r u c tu r e  and, in p a r t i c u l a r ,  the  
a u th o r i t a r i a n  pe rso na l i ty .  I t  was fo r  t h i s  reason th a t  ordinal 
p os i t ion  in the  family was defined as a va r iab le  and analyzed in 
respec t  to  dogmatism scores .  Also considered in the ana lys is  was 
family s i z e .  Because of time and scope of study c o n s t r a in t s ,  no 
attempt was made to  manipulate the var iab les  of b i r th  order and 
family s iz e  toge ther .
No hypothesis was s t a te d  o r ig in a l ly  in regard to  family s i z e .  
I t  was apparent a f t e r  completion of the  ana lys is  of b i r th  order t h a t  
family s ize  needed to  be considered. A ref ined  hypothesis concerning 
family s iz e  and dogmatism i s  s t a te d  in  the  conclusion to  th is  chap ter  
and discussed in Chapter VI.
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To t e s t  Null Hypothesis fo u r ,  t h a t  th e re  i s  no d i f fe rence  
in dogmatism scores based on order  of  b i r t h ,  an F r a t i o  was ca lcu la ted  
using the  analysis  of  covariance technique and i s  found in Table 10.
In order  to  accomplish a comparison, the  respondents were divided 
into  only borns, f i r s t  borns and l a t e r  borns. The F r a t i o  found 
in Table 10 of 2.65 approaches the  .05 level of  s ign i f ican ce  and was 
held worthy of note in t h i s  exp lora tory  study. While the null 
hypothesis of no s i g n i f i c a n t  d i f fe ren c e  in dogmatism scores between 
b i r th  order  c l a s s i f i c a t i o n  must be accepted a t  the  .05 l e v e l ,  the 
a l t e r n a t iv e  hypothesis of  s i g n i f i c a n t  d i f fe rences  can be offered  a t  
the .06 leve l .  (In explora tory  s tud ies  such as t h i s  one, the .10 
level of s ign i f icance  i s  of ten  rep o r ted . )
Table 11 contains the mean and adjusted mean dogmatism 
scores by order of b i r t h .  I t  can be seen t h a t  f i r s t  borns are  more 
open-minded on the average than only borns and l a t e r  borns and only 
borns are  s l i g h t ly  more open-minded than l a t e r  borns on the average.
As with the education v a r i a b le ,  the  d i f fe ren ces  between mean scores 
were subjected to Scheffe 's  t e s t  fo r  unequal sample s i z e s .  The 
d i f ference  in the mean dogmatism scores between f i r s t  borns and 
l a t e r  borns of 5.67 was found to  be s i g n i f i c a n t  a t  the .01 lev e l .
The d i f fe rences  between f i r s t  borns and only borns and between only 
borns and l a t e r  borns were not  s t a t i s t i c a l l y  s i g n i f i c a n t .  I t  can 
be s ta te d  th a t  f i r s t  borns in t h i s  sample were s i g n i f i c a n t l y  more 
open-minded than l a t e r  borns.
I ll
TABLE 10
ANALYSIS OF COVARIANCE FOR DOGMATISM VARIABLE 
BY ORDINAL POSITION IN FAMILY (BIRTH ORDER)
Source
Degrees of 
Freedom
Mean
Square F-Ratio
Among 2 561.78 2.65
Within 423 211.96
Total 425
F value i s  s i g n i f i c a n t  a t  the .06 l e v e l .
Source: Primary
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TABLE 11
MEAN SCORES ON DOGMATISM BY ORDINAL POSITION IN FAMILY 
(BIRTH ORDER) - CORRECTED FOR THE AFFECTS OF AGE, 
ORGANIZATIONAL LEVEL, EDUCATION, FUNCTION, YEARS 
IN PRESENT POSITION, YEARS WITH PRESENT COMPANY, 
YEARS AS A MANAGER, YEARS FULL-TIME WORK 
EXPERIENCE, STAFF-LINE, SPAN OF CONTROL
Only Borns F i r s t  Borns Later  Borns
N = 26 N = 107 N = 312
Means 94.04 97.05 91.64
Adjusted 92.99 96.79 91.12
Means
Di fferences Only > Later  = 1.87 F i r s t  > Later  = 5.67**
Only < F i r s t  = 3.80
**Sign if ican t  a t  the  .01 le v e l .
Source: Primary
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Upon analys is  o f  the  upper and lower q u a r t i l e s  of  dogmatism 
sco res ,  a chi-square  of 10.69 was found to  be s i g n i f i c a n t  a t  the 
.01 l e v e l .  The r e s u l t s  o f  the  chi-square  ana lys is  can be found in 
Table 12. From th i s  t a b l e ,  i t  can be seen t h a t  the f i r s t  born 
category con tr ibu tes  the  most to  the  ch i-square .  F i r s t  borns were 
underrepresented in the closed-minded category and overrepresented 
in the  open-minded category. The l a t e r  born group i s  overrepre­
sented in the closed-minded category and underrepresented in the 
open-minded category. The only borns appear to  f a l l  in to  both 
ca tegor ies  as expected. I t  was in order  then, to  r e j e c t  Null 
Hypothesis four  and o f f e r  A l te rna t ive  Hypothesis four of s i g n i ­
f i c a n t  d i f fe rences  in dogmatism scores (analyzed in the  upper and 
lower q u a r t i l e s )  based on order of  b i r t h .
As s t a t e d  above, no hypothesis concerning family s ize  and 
dogmatism was s t a te d .  However, a rou t ine  check on family s ize  
v ia  ch i-square  analys is  r e su l ted  in a chi-square  of 16.77 which was 
s i g n i f i c a n t  a t  the .01 le v e l .  Family s i z e  was grouped in to  the 
c l a s s i f i c a t i o n s  of th re e ,  four ,  f i v e ,  and s ix  and over. The 
r e s u l t s  of  t h i s  ana lys is  are  presented in Table 13. As expected, 
respondents with no s ib l in g s  (family s i z e  = th ree )  f e l l  in to  both 
ca tegor ies  of  open and closed-minded as expected. However, those 
with one bro ther  or s i s t e r  were underrepresented in the  closed- 
minded group (overrepresented in the  open-minded group). Those 
from fam il ies  with f ive  people were a lso  underrepresented in the 
closed-minded group. I n t e r e s t in g ly ,  the  g r e a t e s t  con tr ibu t ion
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TABLE 12
CHI-SQUARE TABLE FOR BIRTH ORDER VERSUS DOGMATISM
Closed-Minded Open-Minded Totals
4.00 3.00 7.00
Only Born 3.58 3.42 7.00
(0.05) (0.05) (0.10)
18.00 38.00 56.00
F i r s t  Born 28.62 27.38 56.00
(3.94) (4.12) (8.05)
94.00 70.00 164.00
Later  Born 83.81 80.19 164.00
(1.24) (1.30) (2.54)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
5.23 5.46 10.69
Total chi-square  = 10.69 with 2 degrees of freedom 
P robab i l i ty  of ch i-square  = 0.005 
Source: Primary
TABLE 13
CHI-SQUARE TABLE FOR FAMILY SIZE VERSUS DOGMATISM
Family Size Closed-Minded Open-Minded Tota ls
4.00 3.00 7.00
3 3.58 3.42 7.00
(0.05) (0.05) (0.10)
15.00 26.00 41.00
4 20.95 20.05 41.00
(1.69) (1.77) (3.46)
16.00 33.00 49.00
5 25.04 23.96 49.00
(3.26) (3.41) (6.67)
81.00 49.00 130.00
6 and over 66.43 63.57 130.00
(3.19) (3.34) (6.53)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(8.20) (8.57) (16.77)
Total ch i-square  = 16.77 with 3 degrees of freedom 
P rob ab i l i ty  of  ch i-square  = 0.0009 
Source: Primary
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to  the to ta l  chi-square  came from the family s i z e  of  s ix  and over. 
Respondents in t h i s  category were overrepresented in the  closed- 
minded group. Speculation as to  reasons f o r  t h i s  somewhat cu rv i ­
l in e a r  re la t io n sh ip  between family s i z e  and dogmatism i s  made in 
Chapter VI. A t e n ta t iv e  hypothesis  i s  t h a t ,  when analyzed in the 
extremes, dogmatism scores a re  dependent on family s iz e .
In summary, A l te rna t ive  Hypothesis four  was accepted a t  
the  .10 level of s ign i f icance  fo r  the f u l l  range of dogmatism 
scores .  More s p e c i f i c a l ly ,  a r e l a t i o n s h ip  between dogmatism scores 
and order of b i r th  was found to be s i g n i f i c a n t  a t  the .10 level or 
l e s s .  F i r s t  borns were s i g n i f i c a n t l y  more open-minded than l a t e r  borns. 
As expected, when the chi-square  t e s t  fo r  independence was applied to 
the upper and lower q u a r t i l e s  of  dogmatism scores  as compared to  the 
ca tegories  of  only borns, f i r s t  borns, and l a t e r  borns, a s ig n i f i c a n t  
dependence was found. Only borns were found equal ly  represented in 
both groups as expected, however, the  f i r s t  borns were overrepresented 
in the open-minded category, while the  l a t e r  borns were underrepresented 
in the open-minded category.  Thus, f o r  t h i s  sample, f i r s t  borns were 
found to  be more open-minded than l a t e r  borns. As a r e l a te d  r e s u l t ,  
family s ize  was associa ted  with dogmatism when scores were grouped in ­
to  upper and lower q u a r t i l e s .  Those respondents from fam il ies  of  four 
and f iv e  persons were overrepresented in the  open-minded group while 
those from the f a i l y  s ize  o f  s ix  persons and over were underrepresented 
in the  open minded group.
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Those respondents with no s ib l ings  were represented  about equally 
in both ca tegor ies .
Results f o r  the  Years in Present 
Posi t ion Variable
Null Hypothesis f iv e  predicted no r e l a t i o n s h ip  between 
dogmatism scores and the number of years in p resen t  p o s i t io n .
In order to t e s t  t h i s  p red ic t ion  a c o r r e l a t io n  c o e f f i c i e n t  was 
computed and i s  found in Table 2. The c o r r e l a t io n  of  - .05  between 
dogmatism and years in p resen t  posi t ion  i s  not s i g n i f i c a n t  and 
ca l led  fo r  an acceptance o f  Null Hypothesis f iv e  f o r  the  f u l l  range 
of dogmatism scores .
As with the  age v a r ia b le ,  years in p resen t  pos i t ion  were 
grouped and a comparison made between th e  c l a s s i f i c a t i o n s  of  closed 
versus open-minded via chi-square  an a ly s i s .  The r e s u l t s  of the 
comparison are  found in Table 14. The t o ta l  ch i-square  of  4.70 i s  
not s i g n i f i c a n t  and, th e re fo re ,  the null hypothesis  of no re l a t io n sh ip  
between dogmatism and years in present po s i t io n  when analyzed using 
the  low and high dogmatism groups was accepted.
In summary, years in present p os i t io n  were found to  be 
independent o f  dogmatism fo r  the  fu l l  range o f  dogmatism scores and 
fo r  the  c l a s s i f i c a t io n s  of  closed-minded and open-minded.
Results fo r  Years with Present 
Company Variable
Null Hypothesis s ix  predicted no r e l a t i o n s h ip  between 
dogmatism scores and the number of years the respondent had served 
with h is  present  company.
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TABLE 14
CHI-SQUARE TABLE FOR NUMBER OF YEARS IN PRESENT
POSITION VERSUS DOGMATISM
Years in 
Present
Pos i t ion  Closed-Minded Open-Minded Totals
24.00 29.00 53.00
Less than 2 27.08 25.92 53.00
(0.35) (0.37) (0.72)
50.00 36.00 86.00
2-5 43.95 42.05 86.00
(0.83) (0.87) (1.70)
21.00 23.00 44.00
6-10 22.48 21.52 44.00
(0.10) (0.10) (0.20)
16.00 21.00 37.00
11-20 18.91 18.09 37.00
(0.45) (0.47) (0.91)
5.00 2.00 7.00
Over 20 3.58 3.42 7.00
(0.57) (0.59) (1.16)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(2.30) (2.40) (4.70)
Total ch i-square  = 4 . 7 0  with 4 degrees o f  freedom 
P ro b a b i l i ty  of ch i-square  = 0.3197 
Source: Primary
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Table 2 presents a c o r r e la t io n  between dogmatism scores and 
years  with present  company of .11, which was not  found to  be s i g n i f i ­
cant  a t  the  .05 lev e l .  Therefore, the  null  hypothesis of  no s ig n i ­
f i c a n t  r e l a t io n sh ip  between dogmatism and years  with present  company 
was accepted fo r  the fu l l  range of  dogmatism scores .  However, the 
r e s u l t s  of  a chi-square  t e s t  f o r  independence, as presented in 
Table 15, indicated a dependence did e x i s t  a t  the  upper and lower 
q u a r t i l e s  of dogmatism scores . The chi-square  o f  13.72 was s i g n i ­
f i c a n t  approaching the .01 l e v e l .  The g r e a t e s t  con tr ibu t ions  to  
the t o t a l  chi-square  were derived from the c a teg o r ie s  of two to f ive  
years  and twenty-one to t h i r t y  y ea rs .  Those who had been with t h e i r  
present  company two to f ive  years were underrepresented in the 
open-minded group and those with twenty-one to t h i r t y  years  with 
t h e i r  respec t ive  companies were overrepresented in the open-minded 
category. The general trend depicted in Table 15 appears to be 
t h a t  those  with up to eleven years with present  company are  under­
represented in the open-minded group, while those  with eleven 
years  and over of se rv ice  with presen t  company are  overrepresented 
in the  open-minded group. Again, a caut ion made e a r l i e r  in t h i s  
chapter  i s  r a i sed .  The confounding e f f e c t s  of o ther  v a r iab le s ,  
accounted fo r  and unaccounted fo r ,  a re  not  c o n t ro l le d  fo r  in ch i-  
square a n a ly s i s .  Thus, the r e s u l t in g  r e l a t i o n s h ip  may be spurious.
In summary, a .11 c o r re la t io n  between dogmatism and years  
in p resen t  company f a i l e d  to  reach s ig n i f ic a n c e .  Consequently,
Null Hypothesis s ix  was accepted fo r  the  f u l l  range of dogmatism
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TABLE 15
CHI-SQUARE TABLE FOR NUMBER OF YEARS IN PRESENT
COMPANY VERSUS DOGMATISM
Years in 
Present
Company Closed-Minded Open-Minded Tota ls
5.00 5.00 10.00
Less than 2 5.11 4.89 10.00
(0.00) (0.00) (0.00)
31.00 13.00 44.00
2-5 22.48 21.52 44.00
(3.22) (3.37) (6.60)
26.00 19.00 45.00
6-10 23.00 22.00 45.00
(0.39) (0.41) (0.80)
34.00 38.00 72.00
11-20 36.79 35.21 72.00
(0.21) (0.22) (0.43)
13.00 27.00 40.00
21-30 20.44 19.56 40.00
(2.71) (2.83) (5.54)
7.00 9.00 16.00
Over 30 8.18 7.82 16.00
(0.17) (0.18) (0.35)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(6.71) (7.01) (13.72)
Total ch i-square  = 13.72 with 5 degrees of freedom 
P ro b a b i l i ty  of ch i-square  = 0.0175 
Source: Primary
121
scores .  A s i g n i f i c a n t  ch i-square  of  13.72 led to  the  acceptance 
of A l te rn a t iv e  Hypothesis s ix  as i t  applied  to the  upper and lower 
q u a r t i l e s  o f  dogmatism sco res .  Those respondents with eleven or 
more years  with t h e i r  present  companies, appear to  be overrepresented 
in the  open-minded group, while those  with ten years  or le s s  with 
t h e i r  re sp ec t iv e  companies were underrepresented in the  open-minded 
group.
Results  fo r  the  Years as a Manager Variable 
Null Hypothesis seven p re d ic ts  no s i g n i f i c a n t  r e l a t io n sh ip  
between dogmatism and the number o f  years  as a manager. The co rre ­
la t io n  of  .03 between dogmatism and years  as a manager as presented 
in Table 2 did not reach a s i g n i f i c a n t  l e v e l .  Consequently, Null 
Hypothesis seven was accepted fo r  the  f u l l  range of  dogmatism 
scores .  Null Hypothesis seven was a lso  accepted fo r  the upper and 
lower q u a r t i l e s  o f  dogmatism scores  as they r e l a t e  to  years  as a 
manager. Table 16 p resen ts  the  groupings of  years  as a manager and 
a ch i-square  value of 5.53,  which was not  found to  be s i g n i f i c a n t .
In summary, no s i g n i f i c a n t  r e l a t i o n s h ip s  were found fo r  t h i s  sample 
when comparing dogmatism scores  to  number o f  years as a manager.
Results  f o r  the  Years of  Full-Time 
Work Experience Variable
Table 2 p resen ts  a n o n s ig n i f ic an t  c o r r e la t io n  of  - .03
between dogmatism scores and years  of  f u l l - t im e  work experience.
Thus, Null Hypothesis e ig h t  which pred ic ted  no r e l a t io n sh ip s  would
be found between the  two v a r ia b le s  was accepted f o r  the  f u l l  range
of scores .
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TABLE 16
CHI-SQUARE TABLE FOR NUMBER OF YEARS AS A
MANAGER VERSUS DOGMATISM
Years as a
Manager Closed-Minded Open-Minded Tota ls
4.00 4.00 8.00
Less than 2 • 4.09 3.91 8.00
(0.00) (0.00) (0.00)
23.00 17.00 40.00
2-5 20.44 19.56 40.00
(0.32) (0.33) (0.66)
27.00 17.00 44.00
6-10 22.48 21.52 44.00
(0.91) (0.95) (1.85)
29.00 42.00 71.00
11-20 36.28 34.72 71.00
(1.46) (1.53) (2.99)
26.00 24.00 50.00
21-30 25.55 24.45 50.00
(0.01) (0.01) (0.02)
7.00 7.00 14.00
Over 30 7.15 6.85 14.00
(0.00) (0.00) (0.00)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(2.70) (2.82) (5.53)
Total chi-square  = 5 . 5 3  with 5 degrees of freedom 
P rob ab i l i ty  of chi-square  = 0.3551 
Source: Primary
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When years of  f u l l - t im e  work were grouped and compared to  
the  upper and lower q u a r t i l e s  of  dogmatism sco res ,  a nons ign if ican t  
chi-square  of 4.91 was derived as presented in Table 17. Null 
Hypothesis e igh t  was accepted as in d ic a t in g  independence of  dogmatism 
and years of  fu l l - t im e  work experience.  In summary, no re l a t io n sh ip  
was found between dogmatism and years  of  f u l l - t i m e  work experience.
Findings f o r  Pe rsona l i ty  S t ru c tu re  (Dogmatism) 
and Organizational Variables
Hypotheses nine through twelve were concerned with the 
re la t io n sh ip s  between dogmatism and the  v a r iab le s  of a t t a in e d  
organizat ional  l e v e l ,  l i n e  versus s t a f f  r o l e ,  funct ional  ro l e ,  
and span of c o n t r o l .
The var iab les  organizat ional  l e v e l ,  l i n e / s t a f f ,  and funct ion 
were grouped and subjected to the  ana ly s is  o f  covariance to determine 
i f  s i g n i f i c a n t  d i f fe rences  ex is ted  between group dogmatism means.
Span of control was l e f t  as a continuous v a r ia b le .
Respondents were a lso  s u b c l a s s i f i e d  as closed and open-minded 
and a chi-square t e s t  fo r  independence was made fo r  each comparison. 
The upper and lower q u a r t i l e s  o f  dogmatism scores were analyzed.
Results fo r  the Organizat ional  Level 
Variable
Null Hypothesis nine p red ic ted  t h a t  there  would be no s i g n i f ­
ic an t  d i f fe rence  in dogmatism scores  based on organizat ional  l e v e l .
In order  to  t e s t  t h i s  hypothesis , a n a ly s i s  of  covariance was performed 
to  determine i f  there  ex is ted  s i g n i f i c a n t  d i f fe rences  in mean 
dogmatism scores between groups. Organizational  leve ls  were defined
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TABLE 17
CHI-SQUARE TABLE FOR NUMBER OF YEARS OF 
FULL-TIME WORK VERSUS DOGMATISM
Years of work Closed-Minded Open-Minded Tota ls
7.00 4.00 11.00
Less than 5 5.62 5.38 11.00
(0.34) (0.35) (0.69)
13.00 11.00 24.00
6-10 12.26 11.74 24.00
(0.04) (0.05) (0.09)
35.00 33.00 68.00
11-20 34.75 33.25 68.00
(0.00) (0.00) (0.00)
32.00 44.00 76.00
21-30 38.84 37.16 76.00
(1.20) (1.26) (2.46)
29.00 19.00 48.00
Over 30 24.53 23.47 48.00
(0.82) (0.85) (1.67)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(2.40) (2.51) (4.91)
Total ch i-square  = 4 . 9 1  with 4 degrees of freedom 
P ro b a b i l i ty  of ch i-square  = 0.2957 
Source: Primary
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as f i r s t - l i n e  managers, lower-middle managers, upper-middle managers 
and top managers. Respondents were placed in each c l a s s i f i c a t i o n  
by the method descr ibed in Chapter IV. After  mean scores o f  each 
group were correc ted  f o r  i n te r a c t io n  e f f e c t s ,  an adjus ted  F r a t i o  
was c a lcu la te d .  The F value of 9.72 in Table 18 i s  s i g n i f i c a n t  a t  
the .01 level and ind ic a te s  t h a t  the re  a re  s t a t i s t i c a l l y  s i g n i f i ­
cant d i f fe ren ces  between groups on mean dogmatism scores .  Thus 
A l te rna t ive  Hypothesis nine of  a s i g n i f i c a n t  r e l a t io n sh ip  between 
dogmatism and o rganiza t ional  level i s  o f fe red .
To determine th e  na ture  of the  d i f fe rences  in mean scores 
between groups, S ch e f fe 's  t e s t  fo r  unequal sample s izes  was made.
The means, ad jus ted  means, and d i f fe rences  between means are  found 
in Table 19. The r e s u l t s  show t h a t  f i r s t - l i n e  managers in t h i s  
sample were s i g n i f i c a n t l y  more dogmatic on the average than were 
upper-middle managers and top managers. Also, lower-middle managers 
were s i g n i f i c a n t l y  more dogmatic on the  average than were upper- 
middle managers and top managers. The d i f fe rence  in ad jus ted  mean 
scores between the  f i r s t - l i n e  group and the  lower-middle group and 
between the upper-middle and top manager group f a i l e d  to  reach 
s ig n i f ican ce .  The d i f fe rence  of 3.91 between f i r s t - l i n e  managers 
and lower-middle managers may be due to  the  i n s t a b i l i t y  of  the  mean 
score of the  f i r s t - l i n e  category as a r e s u l t  of the  small sample s iz e .
The o rgan iza t iona l  level  va r iab le  was a lso  subjected to  the 
chi-square  t e s t  f o r  independence. The r e s u l t s  of t h i s  ana ly s i s  are 
found in Table 20. The chi-square  of 35.90 i s  s i g n i f i c a n t  a t  the 
.01 l e v e l .  A l te rna t ive  Hypothesis nine was supported as i t  applies
TABLE 18
ANALYSIS OF COVARIANCE FOR DOGMATISM 
VARIABLE BY ORGANIZATIONAL LEVEL
Source
Degrees of 
Freedom
Mean
Square F-Ratio
Among 3 2060.35 9.72**
Within 423 211.97
Total 426
**F value s ig n i f i c a n t  a t  the  .01 l e v e l .
Source: Primary
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TABLE 19
MEAN SCORES ON DOGMATISM BY ORGANIZATIONAL LEVEL - 
CORRECTED FOR AFFECTS OF AGE, EDUCATION, FUNCTION, 
YEARS IN PRESENT POSITION, YEARS WITH PRESENT 
COMPANY, YEARS AS A MANAGER, YEARS FULL-TIME 
EXPERIENCE, STAFF-LINE, SPAN OF CONTROL,
BIRTH ORDER, FAMILY SIZE
F irs t -L ine  Lower-Middle Upper-Middle Top
Managers Managers Managers Managers
N = 44 N = 224 N = 117 N = 60
Means 85.16 89.93 98.94 99.22
Adjusted 85.77 89.68 98.38 98.20
Means
1 < 2 = 3.91 2 < 3 = 8.7** 3 > 4 = .18
Di f fe rences 1 < 3 = 12.61** 2 < 4 = 8.52**
1 < 4 = 12.43**
* *S ign i f ican t  a t  the .01 leve l .
Source: Primary
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TABLE 20
CHI-SQUARE TABLE FOR ORGANIZATIONAL LEVEL VERSUS DOGMATISM
Closed-Minded Open-Minded Totals
F i r s t - l i n e 16.00 5.00 21.00
managers 10.73 10.27 21.00
(2.59) (2.70) (5.29)
Lower-middle 78.00 43.00 121.00
managers 61.83 59.17 121.00
(4.23) (4.42) (8.65)
Upper-middle 15.00 38.00 53.00
managers 27.08 25.92 53.00
(5.39) (5.63) (11.03)
Top managers 7.00 25.00 32.00
16.35 15.65 32.00
(5.35) (5.59) (10.94)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(17.55) (18.35) (35.90)
Total chi-square  = 35.90 with 3 degrees of freedom 
Probab i l i ty  of chi-square  = 0.0001 
Source: Primary
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to  th e  upper and lower q u a r t i l e s  of dogmatism scores as r e l a te d  to 
organiza t ional  l e v e l .  The g re a te s t  con tr ibu t ion  to  the overall  ch i-  
square came from the upper-middle manager group who were overrepre­
sen ted  in the open-minded category. Top managers represent  the  next 
l a r g e s t  con tr ibu t ion  to t o t a l  ch i-square  and were a lso overrepresented 
in the  open-minded category. F i r s t - l i n e  managers and lower-middle 
managers were underrepresented in the  open-minded category.
In summary, Null Hypothesis nine which predicted no s i g n i f i ­
can t  r e l a t io n s h ip  would be found between dogmatism and organizat ional  
l e v e l ,  was r e je c te d  employing the f u l l  range of  dogmatism scores 
and the  upper and lower q u a r t i l e s .  The r e s u l t s  of  the analys is  
depic ted  an inverse re la t io n sh ip  between dogmatism and organiza t ional  
leve l  or a pos i t iv e  r e l a t i o n  between open-mindedness and organiza­
t io n a l  lev e l .  For t h i s  sample, upper-middle and top managers were 
s i g n i f i c a n t l y  more open-minded on the average than were f i r s t - l i n e  
and lower-middle managers.
Results fo r  the  L ine-S taf f  
C la s s i f ic a t io n  Variable
In order to  t e s t  Null Hypothesis ten t h a t  there wil l  be no 
d i f f e re n c e  in dogmatism scores  based on l ine  versus s t a f f  designa­
t i o n s ,  an adjusted F r a t i o  was c a lcu la ted  by the analys is  of covar i ­
ance technique. The F r a t i o  of .94 found in Table 21 f a i l e d  to  
reach the .05 leve l  of s ig n i f ic an c e  and thereby ca l led  f o r  the 
acceptance of Null Hypothesis ten .  The mean dogmatism scores fo r  
the  l i n e  versus s t a f f  c l a s s i f i c a t i o n  are  presented in Table 22.
TABLE 21
ANALYSIS OF COVARIANCE FOR DOGMATISM VARIABLE BY 
STAFF VERSUS LINE FUNCTIONS
Source
Degrees of 
Freedom
Mean
Square F-Ratio
Among 1 199.92 .94
Within 423 211.97
Total 424
F value n o n s ign i f ican t .
Source: Primary
TABLE 22
MEAN SCORES ON DOGMATISM BY 
STAFF VERSUS LINE FUNCTIONS
S ta f f  Line
Means
N = 95 N = 350
93.91 92.86
Source: Primary
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A chi-square ana lys is  was performed comparing the number of  
l in e  and s t a f f  managers c l a s s i f i e d  by closed-minded and open-minded 
in the  present  sample. Note once again t h a t  the  observed frequencies 
are the top f igures  in  each c e l l ,  the expected frequencies a re  the  
middle f igures  in each c e l l ,  and the bottom f igure  i s  the  ce l l  
chi-square  of the c e l l s '  con tr ibu t ion  to the  t o t a l  ch i-square .
As can be seen from Table 23, the t o ta l  chi-square  o f  .25 
did not reach the .05 level o f  s ig n i f ic an c e .  Accordingly, Null 
Hypothesis ten was accepted.  Dogmatism was found to be independent 
of l in e  versus s t a f f  des igna t ions .
Results f o r  th e  Function Variable
Null Hypothesis eleven p red ic ted  no re la t io n sh ip  would be 
found between dogmatism scores and functional  ro l e .  Respondents were 
c l a s s i f i e d  as to  primary ro le  played in t h e i r  respec t ive  companies. 
Functions represented were general management, marketing, product ion, 
accounting and f inance,  engineering and research ,  personnel and 
corporate  se rv ices ,  and purchasing.
The F r a t i o  ca lcu la te d  by the  ana lys is  o f  covariance method 
i s  found in Table 24. The value o f  1.42 f a i l e d  to  reach s ig n i f ican ce  
a t  the  .05 level and c a l led  f o r  an acceptance of Null Hypothesis 
eleven fo r  the  fu l l  range of  dogmatism scores .  The mean dogmatism 
scores can be found in Table 25. Adjusted means were not shown as 
the F r a t i o  f a i l e d  t o  reach s ig n i f ic a n c e .
Chi-square ana lys is  was performed to  t e s t  fo r  independence 
of dogmatism scores (upper and lower q u a r t i l e s )  from functional  ro le
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TABLE 23
CHI-SQUARE TABLE FOR STAFF OR LINE VERSUS DOGMATISM
Closed-Minded Open-Minded Totals
25.00 27.00 52.00
S ta f f 26.57 25.43 52.00
(0.09) (0.10) (0.19)
91.00 84.00 175.00
Line 89.43 85.57 175.00
(0.03) (0.03) (0.06)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(0.12) (0.13) (0.25)
Total ch i-square  = 0 . 2 5  with 1 degree of freedom 
P robab i l i ty  of  chi-square  = 0.6252 
Source: Primary
TABLE 24
ANALYSIS OF COVARIANCE FOR DOGMATISM 
VARIABLE BY FUNCTION
Source
Degrees of  
Freedom
Mean
Square F-Ratio
Among 6 300.99 1.42
Within 423 211.97
Total 429
F value n ons ign i f ican t .
Source: Primary
TABLE 25
Means
MEAN SCORES ON DOGMATISM BY FUNCTION
General Accounting Engineering Personnel &
Management Marketing Production & Finance & Research Corporate Service Purchasing
N = 46 N = 221 N = 87 N = 30 N = 20 N = 23 N = 18
100.37 91.15 92.68 90.43 96.85 98.22 93.78
Source: Primary
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as c l a s s i f i e d  above. Table 26 presents  the r e s u l t s  o f  t h i s  a n a ly s i s .
A to ta l  chi-square  o f  15.34 was derived which i s  s i g n i f i c a n t  a t  the  
.05 l e v e l .  The major contr ibution to  the  t o t a l  ch i-square  came from 
the general management category who were overrepresented in th e  open- 
minded c l a s s i f i c a t i o n .  Also, those respondents in the  marketing 
category were underrepresented in the  open-minded category. The 
o ther  functional  areas appear to  be represented in both ca tegor ies  
as expected. While the  s ig n i f ic a n t  ch i-square  would o rd in a r i ly  ca l l  
f o r  the acceptance o f  the  a l t e r n a t iv e  hypothesis in  t h i s  case ,  a 
note o f  caution made e a r l i e r  should be r e s ta te d .  There i s  no 
correc t ion  made fo r  in te r a c t io n  e f f e c t s  in ch i-square  a n a ly s i s .
Thus, any re su l t in g  re la t io n sh ip s  are  n ecessa r i ly  suspec t .  This 
case i s  an exce l len t  example, fo r  the  l a r g e s t  co n tr ib u t io n  to  the  
overa l l  chi-square  comes from the general management c l a s s i f i c a t i o n ,  
which i s  made up o f  respondents fo r  the  most p a r t  from the  upper- 
middle and top leve ls  o f  management who have a t t a in e d  higher l ev e ls  
o f  education than the f i r s t - l i n e  and middle managers. Therefore ,  
n e i th e r  organizat ional  level o r  educational level  were accounted f o r ,  
but each has a determined re la t io n sh ip  with dogmatism. Both va r iab le s  
r e l a t e  p o s i t iv e ly  to open-mindedness. I t  should be apparent t h a t  the  
overrepresenta t ion  o f  general managers in the  open-minded category 
may very l ik e ly  have been due to h igher average l e v e l s  o f  education 
and higher a t t a in ed  organizat ional  level  than those  o f  the  o ther  
functional  des ignat ions ,  and have no re l a t io n sh ip  whatsoever t o  
functional  ro le .  As s t a te d  e a r l i e r ,  t h i s  caution applied  to  a l l
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TABLE 26
CHI-SQUARE TABLE FOR FUNCTION VERSUS DOGMATISM
Closed-Minded Open-Minded Totals
General 4.00 18.00 22.00
management 11.24 10.76 22.00
(4.67) (4.88) (9.54)
Marketing 65.00 45.00 110.00
and r e l a te d 56.21 53.79 110.00
funct ions (1.37) (1.44) (2.81)
Production 22.00 24.00 46.00
and r e l a te d 23.51 22.49 46.00
func t ions (0.10) (0.10) (0.20)
Accounting 12.00 7.00 19.00
and 9.71 9.29 19.00
Finance (0.54) (0.56) (1.11)
Engineering 4.00 6.00 10.00
and 5.11 4.89 10.00
Research (0.24) (0.25) (0.49)
Personnel 3.00 6.00 9.00
and corporate 4.60 4.40 9.00
se rv ice (0.56) (0.58) (1.14)
6.00 5.00 11.00
Purchasing 5.62 5.38 11.00
(0.03) (0.03) (0.05)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(7.50) (7.84) (15.34)
Total  ch i-square  = 15.34 with 6 degrees of freedom 
P r o b a b i l i ty  of chi-square  = 0.0178 
Source: Primary
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cases where hypotheses were t e s t e d  using chi-square an a ly s is .  This 
i s  an apparent weakness of t h i s  nonparametric technique when employed 
in methodologies which do not contro l  f o r  in te rac t io n  e f f e c t s  
experimentally.
As the exact e f f e c t s  o f  o th e r  c r i t i c a l  va r iab les  are not 
known in t h i s  ana lys is ,  A l te rna t iv e  Hypothesis eleven was offered with 
extreme ten ta t iveness  as i t  app l ies  to  th e  upper and lower q u a r t i l e s  
o f  dogmatism scores as they r e l a t e  t o  funct ional  ro le .
Results fo r  the  Span o f  Control Variable 
Null Hypothesis twelve p red ic ted  th a t  the re  would be no 
r e l a t io n sh ip  between dogmatism scores  and span o f  con tro l .  As span 
o f  control was l e f t  i n i t i a l l y  as a continuous v a r ia b le ,  a c o r re la t io n  
c o e f f i c i e n t  was ca lcu la ted  to  determine i f  a s i g n i f i c a n t  a ssoc ia t ion  
ex is ted  between i t  and dogmatism. A .05 co rre la t io n  between dogmatism 
and span o f  con tro l ,  as presented in  Table 2, was not s i g n i f i c a n t .  
Therefore, Null Hypothesis twelve was accepted f o r  the  fu l l  range of 
dogmatism scores .
The span of control v a r i a b le  was grouped as shown in Table 27 
and the chi-square t e s t  fo r  independence was made to  compare closed 
and open-minded respondents based on t h e i r  span of  con tro l .  The 
t o t a l  chi-square of  1.04 r e s u l t i n g  from th i s  ana lys is  did not reach 
the  .05 level  of  s ign i f icance .  Thus, Null Hypothesis twelve was 
accepted as i t  perta ins  t o  independence o f  dogmatism and span of 
con tro l .  No dependence i s  ev iden t .
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TABLE 27
CHI-SQUARE TABLE FOR SPAN OF CONTROL VERSUS DOGMATISM
Number of
Subordinates Closed-Minded Open-Minded Tota ls
1-3
20.00
19.42
(0.02)
18.00
18.58
(0.02)
38.00
38.00 
(0.04)
4-9
50.00
47.01 
(0.19)
42.00
44.99
(0.20)
92.00
92.00 
(0.39)
10-15
18.00
18.91
(0.04)
19.00
18.09
(0.05)
37.00
37.00 
(0.09)
16-25
8.00
9.20
(0.16)
10.00
8.80
(0.16)
18.00
18.00
(0.32)
26 and over
20.00
21.46
(0.10)
22.00
20.54
(0.10)
•42.00
42.00
(0.20)
116.00 111.00 227.00
TOTALS 116.00
(0.51)
111.00
(0.53)
227.00
(1.04)
Total  ch i-square  = 1 . 0 4  with 4 degrees of freedom 
P ro b a b i l i ty  of chi-square  = 0.9037 
Source: Primary
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Findings f o r  Pe rsona l i ty  S t ruc tu re  (Dogmatism) 
and A t t i tudes  Toward Subordinates and 
Role Perceptions
Hypotheses t h i r t e e n  through f i f t e e n  deal with re la t io nsh ip s  
between dogmatism scores and scores on two measures which are 
purported to  id e n t i fy  the  respondents'  a t t i t u d e s  toward t h e i r  
subordinates  and the  respondents '  perception of  how they should 
perform t h e i r  managerial ro le .
Results fo r  the  Att i tudes  Toward 
Subordinates Variable
Null Hypothesis t h i r t e e n  pred ic ted  t h a t  there  would be no 
r e l a t io n s h ip  between dogmatism scores and respondents'  a t t i t u d e s  
toward t h e i r  subord ina tes .  The items used to measure t h i s  variab le  
were s im i la r  in na ture  to  the proposi t ions  o f  McGregor's Theory X 
and Theory Y and were described in Chapter IV.
To t e s t  Null Hypothesis t h i r t e e n ,  the  scores on t h i s  a t t i t u d e  
sca le  were i n i t i a l l y  l e f t  as continuous and subjected to  a co rre la t io n  
ana lys is  t e s t  f o r  a ssoc ia t io n .
A s i g n i f i c a n t  c o r r e la t io n  o f  .30 between dogmatism and 
a t t i t u d e s  was found a t  the  .01 level of  s ig n i f ic an c e .  This c o r re la ­
t io n  i s  presented in Table 2. Since increas ing  dogmatism scores 
rep resen t  increas ing  open-mindedness, and increas ing  a t t i tu d e s  scores 
represen t  movement toward Theory Y a t t i t u d e s ,  the  p os i t iv e  .30 
c o r r e la t io n  between the two se ts  o f  scores ind ica te s  t h a t  as dogmatism 
scores moved toward open-mindedness, a t t i t u d e s  scores moved toward 
Theory Y. The a l t e r n a t i v e  hypothesis ,  p red ic t ing  t h a t  the re  i s  a
141
r e l a t io n sh ip  in t h i s  sample between dogmatism scores  and a t t i t u d e s  
toward subord ina tes ,  i s  offered .
To learn something more about the  a s so c ia t io n  found in the  
c o r re la t io n  an a ly s is ,  a chi-square ana lys i s  was made to  t e s t  fo r  
independence o f  dogmatism and Theory X versus Theory Y a t t i t u d e s .  
A t t i tudes  toward subordinates were c l a s s i f i e d  as Theory X a t t i t u d e s ,  
moderate Theory X a t t i t u d e s ,  moderate Theory Y a t t i t u d e s ,  and’ Theory 
Y a t t i t u d e s .  These groups were then compared f o r  th e  number of  
respondents f a l l i n g  in to  the closed-minded and open-minded ca tego r ies .
Table 28 contains a t o t a l  ch i-square  o f  37.83 which was 
s i g n i f i c a n t  a t  the .01 level .  The a l t e r n a t iv e  hypothesis  o f  a 
s i g n i f i c a n t  re la t io n sh ip  is  o f fe red .  As can be seen from Table 28 
the l a r g e s t  contr ibution  to  the  t o t a l  ch i-square  comes from the 
moderate Theory X group which i s  underrepresented in the  open-minded 
category.  The next l a rges t  con tr ibu t ion  came from the Theory Y 
group which was overrepresented in the  open-minded category.
Moderate Theory Y respondents were a lso  overrepresen ted  in the  open- 
minded category.  Theory X respondents appear to  have f a l l e n  in to  
each category as expected s t a t i s t i c a l l y .
In summary, fo r  th i s  sample of  managers th e r e  i s  evidence 
t h a t  open-minded respondents were more l i k e l y  to  hold Theory Y 
a t t i t u d e s  toward subordinates and t h a t  more closed-minded ind iv idua ls  
were more l ik e ly  to  hold Theory X a t t i t u d e s  toward subordinates .
As t h i s  researcher  was su rp r i sed  t h a t  th e  r e l a t io n s h ip  
between open-mindedness and Theory Y a t t i t u d e s  was not s t ronger  than
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TABLE 28
CHI-SQUARE TABLE FOR ATTITUDES TOWARD 
SUBORDINATES VERSUS DOGMATISM
Closed-Minded Open-Minded Tota ls
Theory X 6.00 5.00 11.00
a t t i  tudes 5.62 5.38 11.00
(0.03) (0.03) (0.05)
Moderate 61.00 20.00 81.00
Theory X 41.39 39.61 81.00
a t t i t u d e s (9.29) (9.71) (19.00)
Moderate 43.00 57.00 100.00
Theory Y 51.10 48.90 100.00
a t t i t u d e s (1.28) (1.34) . (2.63)
Theory Y 6.00 29.00 35.00
a t t i t u d e s 17.89 17.11 35.00
(7.90) (8.25) 16.15
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(18.50) (19.33) (37.83)
Total ch i-square  = 37.83 with 3 degrees of freedom 
P ro b a b i l i ty  of  chi-square  = 0.0001 
Source: Primary
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r e s u l t s  in d ic a te d ,  a t e s t  o f  in te rna l  consistency was made using 
Cronbach's Alpha.^ 4  This technique i s  an ind ica t ion  on a 0-1 
sca le  of  how c o n s i s te n t  the  Inanagers were in responding to the  items 
making up the  Theory X versus Theory Y Liker t- type  sc a le .  For th i s  
sample an alpha of  .31 was found. This low consistency c o e f f i c i e n t  
was i n t e r p r e t e d  as meaning t h a t  respondents were not p a r t i c u l a r ly  
c o n s i s ten t  in t h e i r  responses to  the  e ig h t  items in t h i s  sca le .  
Further ,  t h a t  the  r e s u l t i n g  re l a t io n sh ip  was conservat ive-- to  say 
the l e a s t —and needs to  be examined a f t e r  sca le  ana lys is  is  performed. 
More i s  s a id  o f  t h i s  problem in Chapter VI under implications o f  the 
r e l a t io n s h ip  between dogmatism and a t t i t u d e s  toward subordinates.
Results  fo r  the Consideration Variable
Null Hypothesis fourteen predic ted  no re la t ion sh ip  between 
dogmatism and the  perceived need o f  the  managers t o  act  in a 
cons idera te  manner. The f i f t e e n  item sca le  used to  measure the  
perception of  t h i s  need was described in Chapter IV. A t e s t  of  
in te rn a l  consis tency  resu l te d  in a c o e f f i c i e n t  of .66.
To t e s t  the hypothesis  in ques t ion ,  the scores on considera­
t ion  were i n i t i a l l y  l e f t  as continuous. A co r re la t io n  o f  - .0 3 ,  as 
presented in  Table 2, was found between dogmatism and considera t ion .  
The c o r r e l a t io n  was not s i g n i f i c a n t  a t  the  .05 le v e l .  Therefore,
Null Hypothesis fourteen was accepted f o r  the  fu l l  range of dogmatism 
scores .
164stanley and Hopkins, Educational and Psychological 
Measurement, p. 126.
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To fu r th e r  t e s t  th i s  null hypothes is ,  a ch i-square  t e s t  for  
independence was made comparing th e  number o f  managers c l a s s i f i e d  
as low considera tes ,  middle c o n s id e r a te s , and high considerates  
found in the  categories  of closed-minded and open-minded. The ch i-  
square of  3.30 found in Table 29 f a i l e d  to  reach the  .05 level of  
s ig n i f ic an c e .  Null Hypothesis fourteen was accepted as i t  pe r ta ins  
to  independence o f  dogmatism scores and perceived need to  ac t  in a 
considera te  manner.
Results fo r  the I n i t i a t i n g  S t ru c tu re  Variable
Null Hypothesis f i f t e e n  p red ic ted  no re la t io n sh ip  would be 
found between dogmatism scores and the  managers' perceived need to 
i n i t i a t e  s t ru c tu re  or order r e l a t i o n s h ip s  a f f e c t in g  t h e i r  managerial 
ro le  in the  work place.  The na ture  o f  th e  f i f t e e n  item Liker t- type  
s c a le  was described in Chapter IV. Low scores  rep resen t  l i t t l e  
perceived need to i n i t i a t e  s t r u c t u r e ,  while high scores represen t  
g r e a t e r  need. A t e s t  fo r  in te rn a l  consis tency re su l ted  in a 
c o e f f i c i e n t  o f  .72.
A corre la t ion  c o e f f i c i e n t  fo r  dogmatism and i n i t i a t i n g  
s t r u c tu r e  was ca lcu la ted  and is  presented in Table 2. The c o r re l a ­
t io n  of  - .19  f a i l ed  to  reach the  .05 level  o f  s ig n i f ican ce .  Null 
Hypothesis f i f t e e n  was accepted f o r  the  f u l l  range of  dogmatism 
s c o r e s .
Chi-square analysis  was a lso  performed to  t e s t  f o r  independ­
ence o f  dogmatism scores a t  the  upper and lower q u a r t i l e s  from 
perceived need fo r  i n i t i a t i n g  s t r u c tu r e .  To f a c i l i t a t e  t h i s  ana ly s is ,
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TABLE 29
CHI-SQUARE TABLE FOR CONSIDERATION VERSUS DOGMATISM
Closed-Minded Open-Minded Totals
Low 7.00 14.00 21.00
Considerat ion 10.73 10.27 21.00
(1.30) (1.36) (2.65)
Middle 64.00 61.00 125.00
Consideration 63.88 61.12 125.00
(0.00) (0.00) (0.00)
High 45.00 36.00 81.00
Consideration 41.39 39.61 81.00
(0.31) (0.33) (0.64)
TOTALS
116.00
116.00
111.00
111.00
227.00
227.00
(1.61) (1.68) (3.30)
Total chi-square  = 3 .3 0  with 2 degrees of freedom 
P ro b a b i l i ty  of chi-square  = 0.1902 
Source: Primary
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the  i n i t i a t i n g  s t r u c tu r e  va r iab le  was grouped in to  scores represent ing  
low s t r u c tu r e ,  middle s t r u c t u r e ,  and high s t r u c tu r e .
From Table 30 i t  can be seen t h a t  the  t o t a l  chi-square  of  
16.81 was s i g n i f i c a n t  a t  the  .01 lev e l .  The r e s u l t s  in d ic a te  t h a t  
dogmatism i s  not independent o f  the  perceived need o f  managers in 
t h i s  sample to  o rder  r e l a t i o n s h ip s .  The l a rg e s t  con tr ibu t ion  to 
the to ta l  chi-square  came from th e  low s t ru c tu re  group which was 
overrepresented in the  open-minded category.  The next l a r g e s t  
con tr ibu t ion  comes from the high s t r u c tu r e  group which was under­
represented in the  open-minded category. The middle s t ru c tu re  
category was a lso overrepresented in the open-minded category.
These r e s u l t s  ind ic a te  t h a t  the  open-minded respondents perceived 
s ig n i f i c a n t ly  le s s  need to  i n i t i a t e  s t r u c tu r e  than did t h e i r  closed- 
minded coun te rpar ts .  A l te rn a t ive  Hypothesis f i f t e e n  was offered  as 
i t  r e l a t e s  to  the upper and lower q u a r t i l e s  o f  dogmatism scores .  
Dogmatism was not independent o f  perceived need to  i n i t i a t e  s t r u c tu r e .
Table 31 presents  the  r e s u l t s  o f  a chi-square  analys is  which 
was performed to  t e s t  fo r  independence of  dogmatism and se lec ted  
combinations o f  cons idera t ion  and s t r u c tu r e .  The chi-square found 
in Table 31 o f  5.27 f a i l e d  to  reach the .05 level o f  s ig n i f ican ce .
I t  was concluded from these  r e s u l t s  t h a t  dogmatism scores in t h e i r  
extremes were independent o f  the  perceived need fo r  the various 
combinations of  considera t ion  and i n i t i a t i n g  s t r u c tu r e  as shown in 
Table 31.
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TABLE 30
CHI-SQUARE TABLE FOR STRUCTURE VERSUS DOGMATISM
Closed-Minded Open-Minded Totals
Low 4.00 16.00 20.00
Struc tu re 10.22 9.78 20.00
(3.79) (3.96) (7.74)
Middle 40.00 53.00 93.00
S truc tu re 47.52 45.48 93.00
(1.19) (1.24) (2.44)
High 72.00 42.00 114.00
Struc tu re 58.26 55.74 114.00
(3.24) (3.39) (6.63)
TOTALS
116.00
116.00
(8.22)
111.00
111.00
(8.59)
227.00
227.00 
(16.81)
Total chi-square  = 16.81 with 2 degrees of  freedom 
Pro b ab i l i ty  of ch i-square  = 0.0003 
Source: Primary
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TABLE 31
CHI-SQUARE TABLE FOR COMBINATIONS OF CONSIDERATION 
AND STRUCTURE VERSUS DOGMATISM
Closed-Minded Open-Minded Totals
Low consideration 22.00 25.00 47.00
High s t ru c tu re 24.02 22.98 47.00
(0.17) (0.18) (0.35)
High consideration 4.00 8.00 12.00
Low s t ru c tu re 6.13 5.87 12.00
(0.74) (0.77) (1.52)
Low consideration 8.00 14.00 22.00
Low s t ru c tu re 11.24 10.76 22.00
(0.94) (0.98) (1.91)
High consideration 82.00 64.00 146.00
High s t ru c tu re 74.61 71.39 146.00
(0.73) (0.77) (1.50)
116.00 111.00 227.00
TOTALS 116.00 111.00 227.00
(2.58) (2.69) (5.27)
Total chi-square  = 5 . 2 7  with 3 degrees of freedom 
P robab i l i ty  of ch i-square  = 0.1510 
Source: Primary
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A s i g n i f i c a n t  c o r re l a t io n  of  .32 was found between considera­
t io n  and i n i t i a t i n g  s t ru c tu re  and may p a r t i a l l y  account fo r  the  lack 
of re la t io n sh ip s  between the two dimensions and dogmatism analyzed 
in the  f u l l  range of  scores .  This unan tic ipa ted  c o r r e l a t io n  is  
discussed fu r th e r  in Chapter VI.
Summary o f  Results
Null Hypothesis 1: Dogmatism scores wil l  not be r e l a t e d  to  age.
Results :  Null Hypothesis one was accepted when employing
the fu l l  range of dogmatism sco res .  Age was not 
found to  be s ig n i f i c a n t l y  a s soc ia ted  with 
dogmatism. However, when the closed-minded group 
was compared to  the open-minded group, a s i g n i f i ­
cant  dependency was found between age and 
dogmatism. I t  appears t h a t  the  under 30 age 
group represents  more closed-minded p e r s o n a l i t i e s  
than expected and the 41-50 age group represen ts  
s l i g h t l y  fewer closed-minded p e r s o n a l i t i e s  than 
expected s t a t i s t i c a l l y .
Null Hypothesis 2: Dogmatism scores wil l not  be r e l a t e d  to  level of
education.
Results :  A s i g n i f i c a n t  r e l a t io n s h ip  was found between
dogmatism and educational  l e v e l .  Generally, the 
r e l a t io n sh ip  i s  an inverse  one with dogmatism 
decreasing with education,  p a r t i c u l a r l y  as 
college education reached the advanced degree 
s tage .  The null hypothesis was re j e c te d  f o r  the 
fu l l  range of dogmatism scores  and fo r  the  upper 
and lower q u a r t i l e  scores .
Null Hypothesis 3: There will  be no d i f fe rence  in dogmatism scores
based on c o l l e g ia te  major.
Results :  Neither approach to the  a n a ly s i s  of  dogmatism
scores ( f u l l  d i s t r i b u t i o n  or  q u a r t i l e )  and 
c o l l e g ia te  major r e su l te d  in s i g n i f i c a n t  r e s u l t s .  
For t h i s  sample there  was no s i g n i f i c a n t
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R e s u l t s :
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d i f fe rence  in dogmatism scores between the col lege  
majors of business and economics, a g r i c u l tu re ,  
accounting,  engineering and an a l l  o ther  category.
There wil l  be no d i f fe rence  in dogmatism scores 
based on order  of  b i r th  categorized as only 
borns, f i r s t  borns, and l a t e r  borns.
A r e la t io n sh ip  between dogmatism scores and order 
of  b i r th  was found to  be s ig n i f i c a n t  a t  the .10 
level or  l e s s .  F i r s t  borns were s ig n i f i c a n t ly  more 
open-minded than l a t e r  borns. As expected, when 
the chi-square  t e s t  f o r  independence was applied 
to  the upper and lower q u a r t i l e s  of dogmatism scores 
as compared to the ca tegor ies  of only borns, f i r s t  
borns, and l a t e r  borns, a s ig n i f ic a n t  dependence 
was found. Only borns were found equally represented 
in both groups as expected, however, the f i r s t  borns 
were overrepresented in the open-minded category, 
while the  l a t e r  borns were underrepresented in  the 
open-minded category.  Thus, fo r  t h i s  sample, f i r s t  
borns were found to  be more open-minded than only 
borns and l a t e r  borns.
Dogmatism scores wil l  be re la ted  to family s i z e .
Family s iz e  was assoc ia ted  with dogmatism when 
scores were grouped in to  upper and lower q u a r t i l e s .  
Those respondents from families  of  four and f iv e  
persons were overrepresented in the open-minded 
group while those from the family s ize  of s ix  
persons and over were underrepresented in the  
open-minded group. Those respondents with no 
s ib l ing s  were represented about equally in both 
ca tegor ies .
Dogmatism scores wil l  not be re la ted  to  number 
of  years in present  pos i t ion .
Number of years in present  posi t ion was found to 
be independent o f  dogmatism fo r  the fu l l  range 
of dogmatism scores and fo r  the c l a s s i f i c a t io n  
of  closed-minded and open-minded. Null Hypothesis 
f ive  was accepted.
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Dogmatism scores wil l  not be r e l a te d  to years 
with present  company.
Null Hypothesis s ix  was accepted f o r  the  fu l l  
range of dogmatism sco res .  A s ig n i f i c a n t  chi-  
square of 13.72 led  to  the  acceptance of 
Alternative Hypothesis s ix  as i t  applied to  the 
upper and lower q u a r t i l e s  o f  dogmatism scores . 
Those respondents with eleven or  more years with 
th e i r  p resen t  companies appear to be overrepre­
sented in the  open-minded group, while those 
with ten years  or  l e s s  with t h e i r  respec t ive  
companies were underrepresented in the  open- 
minded group.
Dogmatism scores wil l  not be r e l a te d  to years as 
a manager.
Null Hypothesis seven was accepted as no s i g n i f i ­
cant r e l a t io n sh ip s  were found between dogmatism 
and the  number of  years  as a manager.
Dogmatism wil l  not be r e l a t e d  to  years  of f u l l ­
time work experience.
Null Hypothesis e ig h t ,  which predic ted  no 
re la t ionsh ips  would be found between the two 
var iab les ,  was accepted f o r  the fu l l  range of 
scores. When years  o f  f u l l - t im e  work were 
grouped and compared to  the  upper and lower 
qua r t i le s  o f  dogmatism sc o re s ,  a nonsign if ican t  
chi-square was derived.  Null Hypothesis e ight  
was accepted as in d ic a t in g  independence of 
dogmatism and years  of f u l l - t im e  work experience.
There will be no d i f f e ren c e  in dogmatism scores 
based on organ iza t iona l  l e v e l .
Null Hypothesis n ine,  which predic ted no s i g n i f i ­
cant r e l a t io n sh ip  would be found between dogmatism 
and organizat ional  l e v e l ,  was r e je c ted  employ­
ing the fu l l  range o f  dogmatism scores and the 
upper and lower q u a r t i l e s .  The r e s u l t s  of  the  
analysis  depicted an inverse  r e la t io n sh ip  between 
dogmatism and o rgan iza t iona l  level  o r  a pos i t ive  
re la t io n  between open-mindedness and organiza­
tional lev e l .  For t h i s  sample, upper-middle
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and top managers were s i g n i f i c a n t l y  more open- 
minded on the average than were f i r s t - l i n e  and 
lower-middle managers.
10: There wil l  be no d i f fe rence  in dogmatism scores 
based on l i n e / s t a f f  ro le s .
Dogmatism was found to be independent of l i n e /  
s t a f f  designations fo r  the fu l l  range of 
dogmatism scores and the upper and lower quar­
t i l e  scores .
11: There wil l  be no d i f fe rence  in dogmatism scores 
based on functional ro le .
Null Hypothesis eleven was accepted f o r  the f u l l  
range o f  dogmatism scores .  No s i g n i f i c a n t  
d i f fe rence  was found between mean dogmatism 
scores of general managers, marketing managers, 
production managers, accounting and f inanc ia l  
managers, engineering and research  managers, 
personnel and corporate  serv ices  managers and 
purchasing managers. However, a s i g n i f i c a n t  
dependency was found when the  open-minded and 
closed-minded groups were compared. Those in 
the "general management" category were over­
represented in the open-minded category.  The 
a l t e r n a t iv e  hypothesis of a s i g n i f i c a n t  
r e la t io n sh ip  was offered  with a note as to the  
ten ta t iv en ess  of the  r e s u l t s  due to  possible  
i n te rac t io n  e f f e c t s .
12: Dogmatism scores will not be r e l a t e d  to  span of 
c o n t r o l .
No dependence was found for  dogmatism based on 
span of  control fo r  e i t h e r  the  f u l l  range of 
dogmatism scores or the  upper and lower q u a r t i l e  
scores .
13: Dogmatism scores wil l not be r e l a te d  to  a t t i t u d e s  
toward subordinates.
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Null Hypothesis t h i r t e e n  was re jec ted  due to a 
r e s u l t in g  s i g n i f i c a n t  p o s i t iv e  co rre la t ion  
between open-mindedness and Theory Y a t t i tu d e s  
toward subordinates .  Also, a s ig n i f i c a n t  chi-  
square was found which ind ica ted  t h a t  dogmatism 
was not independent of  a t t i t u d e s  toward 
subordinates .  The l a r g e s t  contr ibution  to the  
t o t a l  chi-square  came from the  moderate Theory X 
group which i s  underrepresented in the open- 
minded category. The next l a r g e s t  contr ibution 
came from the Theory Y group which was overrepre­
sented in the  open-minded category.  Moderate 
Theory Y respondents were a lso  overrepresented 
in the  open-minded category. Theory X respond­
ents  appear to have f a l l e n  in to  each category
as expected s t a t i s t i c a l l y .  For t h i s  sample of
managers th e re  i s  evidence t h a t  open-minded
respondents were more l ik e ly  to  hold Theory Y
a t t i t u d e s  toward subordinates and t h a t  more 
closed-minded ind iv idua ls  were more l ik e ly  to  
hold Theory X a t t i t u d e s  toward subordinates.
14: Dogmatism wil l  not  be r e l a te d  to  consideration.
Null Hypothesis fourteen was accepted as i t  
p e r ta in s  to  both approaches ( fu l l  range and 
q u a r t i l e )  to  the  ana lys is  of  dogmatism scores . 
There was no evidence t h a t  a s ig n i f i c a n t  
r e l a t io n sh ip  ex is ted  between dogmatism and the 
respondent 's  perceived need to ac t  in a 
cons idera te  manner.
15: Dogmatism scores w i l l  not  be re la te d  to
i n i t i a t i n g  s t r u c tu r e .
Null Hypothesis f i f t e e n  was accepted fo r  the 
fu l l  range o f  dogmatism scores as they r e l a te  
to  th e  perceived need o f  respondents to i n i t i a t e  
s t r u c tu r e  o r  o rder  r e la t io n sh ip s  in t h e i r  ro le .
As a s i g n i f i c a n t  ch i-square  was derived from 
the analys is  of  the  number o f  respondents in 
the  ca tegories  o f  low s t r u c tu r e ,  middle s t r u c tu r e ,  
and high s t r u c tu r e  who f e l l  in to  the  categories 
of  open-minded o r  closed-minded, Alternative  
Hypothesis f i f t e e n  was o f fe red .  The la rges t  
con tr ibu t ion  to  the  t o t a l  ch i-square  came from 
the  low s t r u c tu r e  group which was overrepre­
sented in the  open-minded category. The next
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Derived Null 
Hypothesis 15a:
Results :
l a r g e s t  contr ibut ion  comes from the  high 
s t ru c tu re  group which was underrepresented in 
the  open-minded category. The middle s t r u c tu r e  
category was a lso  overrepresented  in  the  open- 
minded category. These r e s u l t s  i n d ic a te  t h a t  
the open-minded respondents perceived s i g n i f i ­
can t ly  less  need to i n i t i a t e  s t r u c tu r e  than did 
t h e i r  closed-minded coun te rpa r t s .
Dogmatism wil l be independent o f  the  c l a s s i f i ­
cat ions  of low considera t ion-high  s t r u c tu r e ,  
low consideration-low s t r u c tu r e ,  high consider­
ation-low s t ru c tu re ,  and high cons idera t ion -  
high s t ru c tu re .
No s ig n i f i c a n t  dependence was found between 
dogmatism and the c l a s s i f i c a t i o n s  o f  considera­
t ion  and s t ru c tu re  as defined in Derived Null 
Hypothesis f i f t e e n  a .  Thus, the  null  hypothe­
s i s  is  accepted for  th e  upper and lower 
q u a r t i l e s  of dogmatism scores .
CHAPTER VI
ANALYSIS AND IMPLICATIONS OF RESULTS FOR FURTHER 
RESEARCH AND MANAGERIAL ACTION
In t h i s  chap ter ,  the  f indings presented in the  previous 
chapter  are discussed in terms of  poss ib le  meanings fo r  fu r th e r  
research and management cons idera t ion .  F i r s t ,  a restatement i s  made 
of  some of  the  proposi t ions  concerning the  manager-leader as derived 
from the  l i t e r a t u r e  reviewed in Chapter I I .  These proposi t ions 
serve as in d ica t ion s  o f  the  need to be concerned fo r  managerial 
th inking  in terms o f  cognit ion and pe rsona l i ty  and t h e i r  c r i t i c a l  
i n t e r a c t io n s .  Secondly, a b r i e f  review i s  made o f  the  co r re la te s  
of the  closed-minded pe rsona l i ty  which were presented in Chapter I I I  
and which point  to  a p o t e n t i a l ly  useful cons t ruc t  in assessment of 
the  managerial mind.
The s i g n i f i c a n t  f indings of  t h i s  study pe r ta in ing  to  dogmatism 
and i t s  r e la t io n sh ip s  to  the personal background v a r i a b le s ,  the 
organ iza t ional  v a r i a b le s ,  and the  a t t i t u d i n a l  v a r ia b le s ,  are 
discussed f i r s t ,  followed by those  f indings which were not  s t a t i s t i ­
ca l ly  s i g n i f i c a n t .
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Proposit ions Concerning Managerial 
Thinking and Behaving
From the small amount o f  agreement which can be found in the  
l i t e r a t u r e  dealing with managerial behavior, and in p a r t i c u l a r  the  
leadership  process,  the following t e n t a t i v e  statements o f  dimensions 
o f  pe rsona l i ty  and cognit ion which cause o r  allow the manager-leader 
to be e f f e c t i v e  were s e t  down in Chapter I I .
Proposi t ion  A
The e f fe c t iv e  manager-leader i s  capable o f  diagnosing 
re levant  c h a r a c t e r i s t i c s  of  his  own p e rs o n a l i ty ,  re levan t  ch a rac te r ­
i s t i c s  of  subordinates ,  peers ,  and su p e r io rs ,  and re levant  charac te r ­
i s t i c s  o f  the s i tu a t io n  in which he o p e ra te s ,  and is  able  to ad jus t  
his s t y l e  o f  behavior in response to  those re levan t  cues o r  inputs .
Correlary A-l
Some relevant  c h a r a c t e r i s t i c s  of  the  manager-leader are h i s :  
(1) s k i l l s —superv isory , t e c h n ic a l ,  and d iag n os t ic ;  (2) needs and 
goals; (3) motives; (4) a t t i t u d e s  toward subordinates;  (5) s t y l e  
in c l i n a t io n s ;  (6) to le rance  fo r  ambiguity; (7) perceptual a b i l i t y ;  
and perhaps o ther  fac to rs  o f  importance.
Correlary A-2
Some relevant  subordinate  c h a r a c t e r i s t i c s  are  t h e i r :
(1) needs and goals; (2) a t t i t u d e s ;  (3) motives and values;  (4) s k i l l s  
and (5) to le rance  fo r  ambiguity.
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Correlary A-3
Some re levan t  c h a r a c t e r i s t i c s  of  the s i tu a t io n  are:  (1) type
of  o rgan iza t ion ;  (2) s ize  of organ izat ion  and work group; (3) physical 
s e t t i n g ;  (4) level in the organ iza t ion ;  (5) organizat ional  s t ru c tu re  
o r  ro le  expec ta t ions ;  (6) group s y n t a l i t y ;  (7) nature of the t a s k ;
( 8 ) . time f a c to r ;  (9) organiza t ional  goals and s t r a te g y ;  and 
(10) organiza t ional  c l imate.
Proposit ion B
Individual manager-leaders d i f f e r  in t h e i r  a b i l i t y  to  take 
in r e le v an t ,  und is to r ted  cues from t h e i r  environment and in t h e i r  
a b i l i t y  to  adapt accordingly.
Correlary B-l
Individuals  d i f f e r  in  t h e i r  perceptual  capaci t ies  which a re  
defined as t h e i r  po ten t ia l  fo r  responding to  a va r ie ty  of external  
s t im u l i .  Thus, they rea c t  d i f f e r e n t l y  t o  the  same s e t  of cues.
Correlary B-2
Individual manager-leaders d i f f e r  in t h e i r  perceptual f l e x i ­
b i l i t y  which is  defined as t h e i r  range o f  perceptions which provides 
a bas is  fo r  inf luence  attempts.
Correlary B-3
Manager-leaders d i f f e r  in t h e i r  a b i l i t y  to  s o r t  out and a c t  
on re lev an t  versus i r r e l e v a n t  perceptions or cues. A cor re la te  o f
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leadersh ip  e ffec t iveness  may be the  l e a d e r ' s  a b i l i t y  to  s o r t  out  
and discard i r r e l e v a n t  s t im u l i .
Correlary B-4
Manager-leaders d i f f e r  in t h e i r  perceptual  s e n s i t i v i t y  which 
i s  defined as accuracy o f  perception or matching perceptions with 
c r i t e r i o n  of r e a l i t y  ( a l s o ,  d iagnos t ic  s k i l l  and empathy).
Correlary B-5
Individuals d i f f e r  in t h e i r  c a p a c i t i e s  fo r  behavior o r  act ion  
c a p a c i t i e s .  Also r e l a te d  i s  ac t ion  f l e x i b i l i t y .  Both f l e x i b i l i t y  
and capaci ty are  re la ted  to  the  l e a d e r ' s  pe rsona l i ty  s t r u c tu r e ,  
experience, and t r a in in g .  Action f l e x i b i l i t y  i s  r e l a te d  to  what 
William Reddin terms " s ty le  f l e x i b i l i t y , "  which i s  defined as a 
measure o f  the extent  to which a manager changes his  s ty l e  appro­
p r i a t e ly  to a changing s i t u a t i o n .  Reddin points  out the  importance 
o f  th i s  a t t r i b u t e  and suggests t h a t  " s ty le  f l e x i b i l i t y "  i s  a 
p a ra l l e l  to  the  pe rsona l i ty  c h a r a c t e r i s t i c  " o p e n - m i n d e d n e s s . "*65
I t  was the  p e rson a l i ty  typ es ,  "open-minded" versus "closed- 
minded" re fe r red  to  by Reddin, which a re  explored in t h i s  study.
The assumption was made t h a t  perceptual  capac i ty ,  f l e x i b i l i t y  and 
s e n s i t i v i t y ,  and act ion capaci ty  and f l e x i b i l i t y  are c r i t i c a l  fac to rs  
in  e f fe c t iv e  managerial behavior.  Therefore, i t  would be useful to  
explore for  re la t io n sh ip s  between scores on a measure which purports
165Rec|din, Managerial E f fe c t iv en e ss , p. 52.
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to  c o r r e la t e  with the  above dimensions, and personal ,  o rg an iz a t io n a l ,  
and a t t i t u d i n a l  var iab les  a f fec t in g  the manager-leader.
S ig n i f ic an t  Findings Related to  Pe rsona l i ty  
S t ruc tu re  (Dogmatism)—Past Research
The research accomplished to date  on the  open versus closed
pe rsona l i ty  has resu l te d  in charac te r iza t ions  o f  the  types which
appear to  have implications fo r  the  analys is  o f  managerial th inking
and behaving. The c o r re la te s  of pe rsona l i ty  as s t a t e d  in Chapter I I I
p e r ta in  to the r e l a t i v e ly  closed-minded or the  dogmatic p e r s o n a l i ty .
B r ie f ly ,  the  dogmatism personal i ty :
1. May be an a u th o r i ta r ian  of the  " r igh t"  o r  the  " l e f t . "
2. Is derived,  fo r  the  most p a r t ,  from paren ta l  a t t i t u d e s
and ch ild  rea r ing  p rac t ices .
3. Tends to  u n c r i t i c a l l y  accept au th o r i ty  and au th o r i ty
f ig u res .
4. Has d i f f i c u l t y  in d is t ingu ish ing  between the source of 
a message and the  message i t s e l f .
5. Will tend to  r e j e c t  information which i s  contra ry  to  
c lose ly  held b e l i e f s .
6 . Tends to  be psychologically immature, de fens ive ,  
s te reotyped in h is  th ink ing ,  res t ra ined  and conserva t ive .
7. Tends to  have a poor se l f -concep t .
8 . Has a d i f f i c u l t  time r e l a t i n g  to  o thers
9. Tends to  be in f le x ib le  and r e s i s t s  change.
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10. Tends to  be fu tu re  o r ien ted  and tends to deny the 
importance of the p resen t .
11. Has d i f f i c u l t y  in  making a sy n th es is ,  i f  t h a t  synthesis  
wil l  n e c e s s i t a te  a change in his  t o t a l  b e l i e f  system.
12. Is  d e f i c i e n t  in c r i t i c a l  th ink ing .
13. Demonstrates l e s s  problem solving a b i l i t y  than does his 
open-minded counterpar t .
14. Must be approached in a learn ing  s i t u a t i o n  d i f f e r e n t l y  
than the open-minded p e rso n a l i ty .
15. Has a l i k e ly  chance o f  being as i n t e l l i g e n t  as the  
open-minded p e rso n a l i ty ,  but wil l  probably have achieved a lower 
level o f  education.
S ig n i f ic an t  Findings Relating to  Personal i ty  
S t ruc tu re  (Dogmatism)—This Research
The purpose o f  t h i s  explora tory  study was to learn as much 
as possible  about the  "open" versus "closed" mind in management as 
i s  possib le  in a survey methodology. S p e c i f i c a l ly  the  following 
quest ions were asked:
1. What r e l a t io n s h ip  e x i s t s  between pe rsona l i ty  s t r u c tu r e  
and the var iab les  o f  age, education,  c o l l e g i a te  major, number o f  
years in p resen t  p o s i t io n ,  number o f  years  with present  company, 
years  as a manager, years  of  fu l l - t im e  working experience,  and 
ordinal  pos i t ion  in the family?
2. How do scores on the  p e rso n a l i ty  s t r u c tu r e  dimension o f  
r e l a t i v e ly  closed versus r e l a t i v e l y  open-mindedness r e l a t e  to
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functional  ro l e ,  span of  c o n tro l ,  l in e  versus s t a f f  r o l e ,  and 
organiza t ional  l ev e l?
3. Is th e re  a r e l a t io n sh ip  between the  manager's pe rsona l i ty  
s t r u c tu r e ,  his  a t t i t u d e s  toward subord ina tes ,  and how he perceives 
h is  managerial ro le?
The r e s u l t s  as presented in the  preceding chapter  provide 
a t  l e a s t  p a r t i a l  answers to  these  ques t ions .  As explained e a r l i e r ,  
the  dogmatism scores were analyzed employing the  fu l l  range of scores 
and the upper and lower q u a r t i l e s  of  sco res .  In both cases the  items 
making up the  dogmatism sc a le  were scored in reverse so t h a t  high 
scores represented  the  r e l a t i v e l y  open-minded ind iv id u a l ,  and low 
scores represented the  r e l a t i v e l y  closed-minded ind iv idua l .  In the  
following sec t ion  those  r e l a t io n sh ip s  which proved to be s i g n i f i c a n t  
in ,  a t  l e a s t ,  one o f  the  two methodologies employed are  presented.
P e rsona l i ty  S t ruc tu re  and Personal Background 
Vari ab le s—Signi f i  cant Relationships
The quest ion  was asked: What r e la t io n sh ip  e x i s t s  between 
p e rsona l i ty  s t r u c tu r e  (dogmatism), and respondents'  age, educational  
l e v e l ,  c o l l e g i a t e  major, number o f  years in present  p o s i t io n ,  number 
o f  years  with p resen t  company, years as a manager, years  of fu l l - t im e  
work experience, and ordinal  posi t ion  in the  family? In t h i s  se c t io n ,  
the  s i g n i f i c a n t  r e l a t io n sh ip s  between dogmatism and the above 
mentioned personal background var iab les  are  discussed. The nons ign if ­
ica n t  r e l a t io n sh ip s  are t r e a te d  in a separa te  sec t ion  in t h i s  chapter .
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Dogmatism and Age
Findings. For the  fu l l  range o f  dogmatism scores a c o r r e l a ­
t io n  o f  .00 was found when t e s te d  aga ins t  age. Age was sa id  not to  
be r e l a te d  to  dogmatism over the e n t i r e  d i s t r ib u t io n  o f  scores .
When the dogmatism scores were analyzed in the  upper and 
lower q u a r t i l e s  o r  open-minded and closed-minded ca teg o r ie s ,  a 
s i g n i f i c a n t  dependence was found between dogmatism and age.
Managers under t h i r t y  years  o f  age were overrepresented in the 
closed-minded group while managers in age category o f  41-50 were 
s l i g h t l y  underrepresented in the  closed-minded group.
Implications f o r  r e s e a rc h . This resea rche r  suggests  t h a t  age 
be re ta in ed  as a va r iab le  to  be considered when the  dogmatism 
v a r iab le  i s  under i n v e s t ig a t io n ,  p a r t i c u l a r l y  when extreme scores 
a re  being employed as group boundaries. I f  poss ib le ,  age should be 
c on tro l led  f o r  experimentally .
Implicat ions fo r  managerial cons idera t ion . While the  r e s u l t s  
produced in t h i s  study concerning age as i t  r e l a te d  to  dogmatism are 
not e n t i r e l y  conclusive,  a recommendation appears to  be in order  fo r  
managerial considera t ion .
Since no re l a t io n sh ip  was found between dogmatism and age 
fo r  the  fu l l  d i s t r i b u t i o n  of sc o res ,  and s ince  the  under t h i r t y  
group was overrepresented in the  closed-minded category and the  age 
group 41-50 was underrepresented in t h a t  category,  the  s te reo type  
which suggests t h a t  people grow more i n f l e x ib l e  in t h e i r  th ink ing ,  
o r  closed-minded, as they grow o lder  i s  c a l le d  in to  quest ion.  The
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r e s u l t s  of t h i s  study suggest t h a t  not only was t h i s  not t ru e  fo r  
t h i s  sample, but t h a t  o lder  managers were more l ik e ly  to be found 
in the  open-minded category than were the  younger managers.
I t  i s  recommended t h a t  the  assumption t h a t  o ld e r  managers are 
n ecessa r i ly  more closed-minded than younger managers i s  very l ik e ly  
a f a l s e  assumption and could lead to making c o s t ly  e r r o r s  in the 
h i r in g ,  t r a in in g ,  promoting, t r a n s fe r r in g  and separa t ion  of the 
"older" manager.
Dogmatism and Education
Findings. Those respondents with a high school education or 
le s s  were found to  be s ig n i f i c a n t l y  more dogmatic than those with 
some co l lege ,  those with a college  degree,  and those  with m as te r 's  
degrees and beyond. An overal l  inverse  r e l a t io n s h ip  between 
dogmatism and education can be p a r t i a l l y  supported from the r e s u l t s  
presented in Table 5. The r e s u l t s  of ch i-square  t e s t  fo r  independence 
o f  dogmatism and education as presented in Table 6 a lso  supports the 
general inverse r e la t io n sh ip  between the two v a r i a b le s .  Stated 
another way, education appears to  r e l a t e  p o s i t iv e ly  with open- 
mindedness. This r e s u l t  general ly  agrees with those of  s tud ies  
performed by Lehmann, Marcus, P lan t ,  and o t h e r s . 1®6
166irv in J .  Lehmann, "Changes in C r i t i c a l  Thinking, A t t i tu d e s ,  
and Values from Freshman to  Senior Years," Journal of  Educational 
Psychology, LIV, No. 6 (December, 1963), 305-315; Eric  H. Marcus, 
"Dogmatism and the  Medical Profess ion ,"  Journal of  Nervous and Mental 
Disease , CXXXVIII, No. 2 (February, 1964), 114-118; Walter T. P lan t ,  
"Longitudinal Changes in Tolerance and Authori tar ian ism f o r  Subjects  
Differ ing  in Amount of  College Education Over Four Years," Genetic 
Psychology Monographs, LXXII, Second Half (November, 1965), 247-287.
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Implicat ions for  r e s e a rc h . As education and dogmatism were 
shown to be r e l a t e d  in the  present  study* i t  i s  recommended t h a t  the 
education var iab le  be included and con tro l led  fo r  experimentally  or 
s t a t i s t i c a l l y  in fu tu re  research involving the pe rsona l i ty  s t ru c tu re  
var iab le .
Also, the  time spent in company r e l a te d  education or t r a in in g  
should be analyzed for  poss ib le  re la t io n sh ip s  with dogmatism.
Idea l ly ,  as with a l l  the v a r ia b le s ,  educational  level should 
be compared to dogmatism scores from a longitudinal  perspec t ive .
That i s ,  pe rsona l i ty  s t r u c tu r e  should be assessed before and a f t e r  
formal education, and again a f t e r  a number o f  years  o f  o rganizat ional  
tenure ,  to  determine i f  s i g n i f i c a n t  changes have taken place.
Implicat ions fo r  managerial co ns idera t ion . Business 
organizat ions have placed an ever  increas ing  emphasis on formal 
education as a requirement fo r  managerial pos i t ions  a t  a l l  l ev e ls .  
This emphasis i s  p a r t i c u l a r l y  evident in the  value placed on the  
master 's  degree in business adminis t ra t ion  and r e l a te d  f i e l d s .  With 
technology and task  requirements obsolescencing a t  an increas ing  
r a t e ,  i t  appears t h a t  education which provides technical  as well as 
social  s k i l l  wil l  continue to be o f  considerable  value.
Based on the  r e s u l t s  o f  t h i s  exp lo ra t ion ,  i t  may well be t h a t  
formal education,  p a r t i c u l a r l y  advanced education, allows the 
individual to  acquire  more than technical  and social  s k i l l s .  I t  i s  
l ik e ly  t h a t  education has some impact on the  development o f  an open 
mind. From what we have learned from s i tu a t io n a l  leadership  research
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about the changing ro le  o f  today 's  managers, i t  i s  becoming c le a r  
th a t  the  e f f e c t i v e  manager w i l l  not  only possess the  technical  and 
human s k i l l  required fo r  ro le  performance, but over time and with 
the  adoption of  new or  d i f f e r e n t  r o l e s ,  wil l possess the  cognit ive  
and p e rso n a l i ty  c h a r a c t e r i s t i c s  which f a c i l i t a t e  adaptive behavior.
The dimension of  pe rsona l i ty  s t ruc tu re ,  takes on special  
meaning in l i g h t  of continued obsolescence o f  managerial technology 
and the ever increas ing  addit ions  to our knowledge about human 
behavior in organ iza t ions .  Since our business managers' formal 
t r a in in g  takes place ea r ly  in t h e i r  c a ree rs ,  i t  may well be th a t  
entry  level s k i l l  takes on less  and less  importance over t ime,  while 
the cognit ive  and behavioral f l e x i b i l i t y  which allow the inpu t t ing  
o f  new technical  and human s k i l l s  take on g rea te r  and g re a te r  
importance.
I t  i s  recommended t h a t  h igher  education be given value as a 
c r i t e r i o n  fo r  managerial pos i t ions  not only fo r  the  techn ica l  and 
social  s k i l l  i t  aids in developing, but a lso  fo r  i t s  l i k e ly  e f f e c t  
on pe rsona l i ty  s t ru c tu re  defined ear ly  as the  openness of the  b e l i e f  
system.
Dogmatism and Birth  Order
Findings. A s t a t i s t i c a l  d i f ference  in dogmatism scores was 
found between only born, f i r s t  born and l a t e r  born managers a t  .06 
level of  s ig n i f ican ce .  F i r s t  borns were s i g n i f i c a n t l y  more open- 
minded than l a t e r  borns. While f i r s t  borns were more open-minded
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than only borns and only borns were s l i g h t l y  more open-minded than 
l a t e r  borns,  the d i f fe rences  f a i l e d  to reach the .05 level of  
s ig n i f ic an c e .  Chi-square ana lys is  o f  the upper and lower q u a r t i l e s  
of  dogmatism scores provided r e s u l t s  which supported the above 
r e l a t io n s h ip s .
As a re la te d  r e s u l t ,  family s ize  was found to be r e la te d  to
dogmatism scores grouped in the  extreme q u a r t i l e s .  Those from
famil ies  o f  four and f iv e  persons were overrepresented in the open-
minded group while those from the family s i z e  of s ix  and over were
underrepresented in the  open-minded group. Respondents with no
brothers  o r  s i s t e r s  were represented about equally  in both groups.
Implications fo r  re sea rch . Based on the r e s u l t s  o f  the
analys is  o f  dogmatism as i t  r e l a t e s  to b i r th  order  and family s i z e ,
i t  i s  recommended th a t  both va r iab les  be defined and considered in 
«
fu tu re  research .  I t  i s  apparent  t h a t  ear ly  childhood r e l a t io n sh ip s  
( p a r t i c u l a r l y  with pa re n t s ) ,  may in  fac t  have a long standing e f f e c t  
on the  p e rson a l i ty  s t r u c tu r e  of the  adu lt .
A procedural recommendation is  t h a t  b i r th  order  and family 
s iz e  be analyzed in r e l a t io n sh ip  to  each o th e r  in a manner such 
a s —only c h i ld ,  f i r s t  o f  two, f i r s t  o f  t h r e e ,  f i r s t  o f  four ,  f i r s t  
of  f iv e  o r  more, second of  two, second o f  th re e ,  second o f  four ,  
and so fo r th .  P a r t i c u la r  a t t e n t io n  should be given to  f i r s t  born 
managers from family s iz e s  o f  four  and f iv e  as compared to f i r s t  
borns o f  family s izes  o f  s ix  and over.
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Implicat ions f o r  managerial co ns idera t ion . Concrete 
recommendations concerning dogmatism, b i r th  order  and family s ize  
a re  not  r ead i ly  av a i la b le  from t h i s  explora tory  study. I t  appears 
t h a t  f i r s t  born managers may be more open-minded than l a t e r  born 
managers and consequently, a recommendation th a t  should be held in 
abeyance un t i l  more research i s  accomplished i s  t h a t  f i r s t  borns be 
given specia l  considera t ions  in placement decis ions concerning 
p os i t ions  requ ir ing  considerable  f l e x i b i l i t y  in thinking and behaving 
(o ther  requirements having been met). Again, t h i s  recommendation 
must wait  f o r  research involving re p l i c a t io n  and, hopeful ly ,  
va r iab les  r e l a t i n g  d i r e c t l y  to manager-1eader behavior.
Once the r e l a t io n sh ip  between dogmatism, b i r th  o rder ,  and 
family s ize  becomes c l e a r ,  the re  may be a basis  fo r  recommendations 
concerning the  considera t ion  of the  va r iab le s  in se lec t io n  and 
placement decis ions .
Dogmatism and Years with Present  Company
Findings. No s i g n i f i c a n t  r e l a t io n sh ip  was found between 
dogmatism and the years  with p resent  company va r iab le  employing the 
f u l l  range of  dogmatism scores .  However, a s i g n i f i c a n t  ch i-square  
r e s u l te d  when high and low dogmatics were grouped in to  years  with 
presen t  company. The general t rend  appeared to  be t h a t  those  with 
up to eleven years  with t h e i r  present  companies were underrepresented 
in the  open-minded group while those  with eleven years  of se rv ice  
and over were overrepresented in the open-minded category.
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Implications f o r  r e sea rch . Due to the  s i g n i f i c a n t  chi-square 
per ta in ing  to  years  with presen t  company, i t  i s  recommended th a t  th i s  
va r iab le  be included in fu tu re  research and con tro l led  fo r  i f  poss ib le .
Implications f o r  managerial c o n s ide ra t io n . There are  no apparent 
recommendations f o r  managerial ac t ion  in regard to the years in 
p resen t  company v a r ia b le .
Persona l i ty  S t ruc tu re  and Organizational 
Variables—S ig n i f ic a n t  Rela tionships
The question was asked: How do scores on the p e rsona l i ty  s t r u c ­
tu re  dimension r e l a t e  to  funct ional  r o l e ,  span of  c o n t ro l ,  l in e  versus 
s t a f f  designat ions and organiza t ional  level?  Presented in t h i s  sect ion 
i s  a d iscussion of the s t a t i s t i c a l l y  s i g n i f i c a n t  f indings r e l a t in g  to 
the organizat ional  v a r iab les  as i d e n t i f i e d .  The nonsign if ican t  
r e l a t io n sh ip s  a re  t r e a te d  in a separa te  sec t ion  in t h i s  chapter .
Dogmatism and Organizational Level
Findings. The r e s u l t s  of  the  ana lys is  of  dogmatism scores as 
they re la te d  to organizat ional  level  were t h a t  f i r s t - l i n e  managers 
were s ig n i f i c a n t l y  more dogmatic on the average than were upper- 
middle and top managers. Also, lower-middle managers were s i g n i f i ­
can t ly  more dogmatic than were upper-middle managers and top managers. 
The mean d i f fe rence  between f i r s t - l i n e  and lower-middle managers and 
between upper-middle and top managers f a i l e d  to  reach the .05 level 
of  s ig n i f ic an c e .  The r e s u l t s  o f  a chi-square  ana lys is  of the upper 
and lower q u a r t i l e s  o f  dogmatism scores tended to  support t h i s  
r e la t io n sh ip  with the two lower l eve ls  of managers being under-
169
represented in the  open-minded category and upper-middle and top 
managers being overrepresented in the  open-minded category.
Generally, the scores moved toward the open-minded end of 
the range as organizat ional  level went from bottom to  top. These 
r e s u l t s  were not p a r t i c u l a r l y  su rp r i s ing  in l i g h t  of  the  background 
materia l  presented in Chapters II  and I I I .
Implications fo r  re sea rch . Even though there  was evidence 
of  an inverse r e l a t io n sh ip  between dogmatism and organizat ional  l e v e l ,  
the  evidence does not point  to  c a u sa l i ty .  The quest ion t h a t  needs 
asking in fu tu re  research i s  whether open-minded managers tend to reach 
high leve ls  in business o rgan iza t ions ,  o r  whether managers become 
more open-minded as they progress up the organizat ional  ladder .
While there  are  some ind ica t ions  in t h i s  study th a t  pe rsona l i ty  
s t r u c tu r e  may be r e l a te d  to childhood antecedents  and ea r ly  formal 
education,  the  s t a b i l i t y  of s t r u c tu r e  over time i s  s t i l l  in 
quest ion.  Po in t- in - t ime s tud ies  such as t h i s  one cannot answer 
t h i s  question adequately. A longitudinal  study i s  necessary in 
order  to  t e s t  fo r  changes in s t r u c tu r e  over time and with changes 
in ro le  p re sc r ip t io n s .
Consideration must a lso  be given to  o ther  important 
v a r iab les  such as achievement d r ive ,  i n t e l l i g e n c e ,  and technical  
s k i l l s ,  when r e l a t i n g  dogmatism to organ iza t ional  l e v e l .  Variables 
previously  t i e d  in with managerial success need to  be con tro l led  
f o r  e i t h e r  experimentally  or s t a t i s t i c a l l y .
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Another recommendation applicab le  to  a l l  fu tu re  s tud ies  of 
dogmatism in management i s  to  use one of the  longer dogmatism sca le s  
ava i lab le  in order  to increase  r e l i a b i l i t y .  The sca le  employed in 
t h i s  study r e s u l te d  in a minimally acceptable  c o e f f i c i e n t  of  s l i g h t l y  
more than .70. A longer scale  with c a re fu l ly  se lec ted  items would 
enhance the chances fo r  improving t h i s  c o e f f i c i e n t  and consequently 
the  chances fo r  r e s u l t s  which demonstrate s t ronger  r e l a t io n sh ip s .
This re sea rche r  i s  p resen t ly  engaged in the development of  a longer 
scale  made up of items which are  l e s s  s tudent  sp e c i f ic  than those 
making up presen t  sca le s  measuring dogmatism. (Items should r e l a t e  
as much as poss ib le  to  c h a r a c t e r i s i t i c s  of  the  managerial p rocess .)
Implica t ions  f o r  managerial cons ide ra t ion . As s t a te d  above, 
the r e s u l t in g  re l a t io n sh ip  between dogmatism and organizat ional  
level was a s so c ia t iv e  in nature and did not demonstrate c a u sa l i ty .  
Nonetheless, the  f a c t  t h a t  a s i g n i f i c a n t  inverse  r e l a t io n sh ip  did 
e x i s t  between dogmatism and organizat ional  level makes the  dimension 
of p e rso n a l i ty  s t r u c tu r e  worthy o f  managerial considera t ion .
In the  f i r s t  case of open-minded managers having g rea te r  
chances fo r  reaching the top leve ls  in t h i e r  o rgan iza t ions ,  the 
meri ts  of  considering the  e f f e c t s  of  t h i s  variab le  not only on 
chances fo r  success ,  but on task  performance and/or soc ia l  s k i l l s  
would be rea d i ly  d i sc e rn ib le .
I f ,  on th e  o ther  hand, managers who proceed up the corporate  
ladder and do, in  f a c t ,  perform ro le  p resc r ip t io n  s a t i s f a c t o r i l y ,  a lso  
become more open-minded, then too does the  va r iab le  of  dogmatism 
merit  cons idera t ion .  We would then need to  determine what types of
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events or ro le  a l t e r a t i o n s  take place within  the  organizat ion  which 
may f a c i l i t a t e  or cause the individual to  a l t e r  h is  b e l i e f  system. 
How might ro le  p resc r ip t io n  a t  the  lower leve ls  be impeding the 
development o f  open minds? Also, what processes a re  a t  work outside  
of  the  organizat ion which might a f f e c t  p e rso na l i ty  s t r u c tu r e  over 
time?
As s ta te d  above, a poin t- in - t im e study such as t h i s  
explora t ion  cannot provide answers to these  quest ions d i r e c t l y .  
However, i f  the  l a t t e r  case i s  t r u e ,  t h i s  researcher  would have 
expected several f ind ings  to develop from t h i s  study:
1. The re l a t io n sh ip  between age and dogmatism over the  fu l l  
range o f  scores was not only no ns ign i f ican t ,  the  co r re la t io n  
c o e f f i c i e n t  was .00. Top level managers are  o lder  on the average 
than lower level managers. Therefore, a r e l a t io n sh ip  between 
dogmatism and age would be expected i f  the  aging process a f fec ted  
pe rsona l i ty  s t r u c tu r e .
2. As top and upper-middle managers had a lso  been with t h e i r  
p resent  companies longer ,  had been managers longer,  and had more 
work experience than did the lower two lev e ls  of  managers, s i g n i f i ­
cant r e la t io n sh ip s  between dogmatism and these  va r iab les  would a lso  
be expected. Yet, in  only the  case of years  with present  company, 
did any evidence of  a ssoc ia t ion  f a l l  out of the  ana lys is .
3. I f  the pe rsona l i ty  s t ru c tu re  o f  a good number o f  the 
managers who reach the top leve ls  had changed in the  "open" 
d i r e c t i o n ,  the re l a t io n sh ip  found in t h i s  study between dogmatism,
172
b i r th  o rder ,  and family s i z e  would be an unexpected one. We would 
expect no re l a t io n sh ip  a t  a l l  i f ,  in f a c t ,  p e rso na l i ty  s t ru c tu re  
changes d ram atica l ly  over time. This r e l a t io n sh ip  i s  most l ik e ly  
the s t ron g es t  ind ica t ion  av a i la b le  from t h i s  study o f  the l ike l ihood  
of the  f i r s t  case mentioned above. Considerably more work needs to 
be done to  e s t a b l i s h  the degree o f  s t a b i l i t y  t h a t  can be a t tached to 
the dimension of p e rso n a l i ty  s t ru c tu re .
Based on the i n d i r e c t  ind ica to rs  mentioned above, t h i s  
researcher  suspects t h a t  those  managers in the  sampled organizat ions 
with r e l a t i v e l y  open minds enjoyed g re a te r  chances to  reach the  top 
lev ies  of  management than did t h i e r  r e l a t i v e l y  closed-minded counter­
p a r t s .  However, u n t i l  the questions ra ised  e a r l i e r  concerning the 
s t a b i l i t y  of  the dogmatism v a r iab le  over time has been answered and 
other  c r i t i c a l  va r iab les  a f fe c t in g  managerial success have been 
con tro l led  f o r ,  the suspic ion must remain a t  j u s t  a s l i g h t l y  higher 
level than the  level of specu la t ion .
Dogmatism and Functional S pec ia l iza t ion
Findings. The funct ional  a reas  of  sp e c ia l i z a t io n  represented 
in t h i s  study were: general management, marketing, production,
accounting and f inance ,  engineering and research ,  personnel and 
corporate  s e rv ice s ,  and purchasing. The ana lys is  of  covariance 
applied in t h i s  case f a i l e d  to  produce a s i g n i f i c a n t  F - r a t io .  While 
chi-square  t e s t  fo r  independence resu l ted  in a s i g n i f i c a n t  overal l  
ch i-square ,  the  l a r g e s t  con tr ibu t ion  to the  chi-square  came from the
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general management category which was composed p r im ar i ly  of  upper-
middle and top management personnel . As these  managers a lso  repre ­
sented higher l ev e ls  of education than did those managers in the 
o ther  funct ional  c l a s s i f i c a t i o n s ,  the con tr ibu t ion  to  the  t o t a l  ch i-  
square coming from the  general management category must be discounted 
as r e su l t in g  from funct ional  s p e c ia l i z a t io n .
Implications fo r  re sea rch . As in the  case of most o f  the 
o ther  va r iab les  analyzed in t h i s  s tudy, functional  sp e c ia l i z a t io n  
should be reanalyzed in s tud ies  o f  r e p l i c a t io n .  A p a r t i c u l a r l y  
important need i s  fo r  the  d e l inea t ion  of  o ther  areas of  sp e c ia l i z a t io n
not i d e n t i f i e d  in t h i s  study.
Once again ,  the  f a i l u r e  to f ind s i g n i f i c a n t  d i f fe rences  in 
mean dogmatism scores o f  funct ional  areas may have been due to the 
a u th o r ' s  c l a s s i f i c a t i o n  scheme. For example, i f  sample s iz e  had 
allowed, the  accounting and f inance managers would have been 
separa ted ,  along with the engineering and research managers and the 
personnel and corporate  se rv ice  managers. In o ther  words, the 
designations should be kept as "pure" as poss ib le  to insure  the  
g r e a t e s t  degree of  in t r a r o le  homogeneity.
The category o f  general management should be e i t h e r  
el iminated from the ana lys is  or  considered as a specia l  category 
and the e f f e c t s  of education con tro l led  fo r .
Implicat ions fo r  managerial con s id e ra t io n . As both 
approaches to analys is  f a i l e d  to provide a c l e a r  p ic tu re  of  a 
r e l a t io n sh ip  between dogmatism and functional  s p e c i a l i z a t io n ,  no
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genera l iza t ions  fo r  managerial considera tion are  apparent.  After  a 
number of s tud ies  have provided mean scores fo r  the various areas of 
sp e c i a l i z a t io n ,  a p a t te rn  might p resent  i t s e l f ,  which in tu r n ,  may 
lead to implica tions  f o r  management ac t ion .
Personal i ty  S t ruc tu re  and A t t i tudes  Toward 
Subordinates and Role Perceptions
Are the re  r e la t io n sh ip s  between the manager's pe rsona l i ty
s t r u c tu r e ,  his a t t i t u d e s  toward his  subordinates ,  and how he
perceives his managerial ro le?  A discussion of  the s t a t i s t i c a l l y
s i g n i f i c a n t  f indings  r e la te d  to  t h i s  question i s  found in t h i s
sec t ion .  The nons ign if ican t  f indings  r e l a t in g  to t h i s  quest ion are
t r e a te d  in a separa te  sect ion  in t h i s  chapter .
Dogmatism and A tt i tudes  Toward Subordinates
Findings. A c o r re la t io n  c o e f f i c i e n t  o f  .30 between dogmatism 
scores and a t t i t u d e  scores was s i g n i f i c a n t  a t  the  .01 le v e l .  This 
c o e f f i c i e n t  indicated  th a t  as pe rsona l i ty  scores moved toward the 
open-minded end of  the  range, a t t i t u d e  scores moved toward the 
Theory Y end of  the range. A chi-square  t e s t  of  independence tended 
to  support t h i s  r e l a t i o n s h ip ,  as the moderate Theory X group was 
underrepresented in the open-minded category,  while the  moderate 
and extreme Theory Y groups were overrepresented in the  open-minded 
group. For t h i s  sample of managers there  i s  evidence t h a t  open-minded 
respondents were more l ik e ly  to  hold Theory Y a t t i t u d e s  toward 
subordinates ,  and t h a t  the  more closed-minded ind iv idua ls  were l ik e ly  
to hold Theory X a t t i t u d e s  toward subordinates .
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Implications f o r  re sea rch . Before a r e p l i c a t io n  i s  made 
using the  Theory X—Theory Y a t t i t u d e  sca le  employed in t h i s  study, 
a thorough ana lys is  must be made o f  the  items making up the  sca le .
This recommendation i s  based on the  f a c t  t h a t ,  fo r  t h i s  sample of 
managers, an in te rna l  consistency c o e f f i c i e n t  of  .31 was found which 
i s  f a r  below the minimally acceptable  level of say .70. The low 
c o e f f i c i e n t  implies a low degree of consistency in respondent 
reac t ion  to  the  items making up the sca le .  This means t h a t  the 
sca le  i s  not p a r t i c u l a r l y  r e l i a b l e  and th a t  i t  i s  very l ik e l y  
composed of items which may be m is in te rp re ted  by the  respondents.
Also, the  shor t  length of the  sca le  has to  be suspected in 
contr ibu t ing  to  doubtful r e l i a b i l i t y .  As a general r u l e ,  the  longer 
the sca le  ( the  more items) the  g re a te r  the r e l i a b i l i t y .
Even though the in te rna l  consistence f a c to r  was low, the 
r e s u l t s  do tend to be in the  expected d i rec t io n  and point  to 
d e s i r a b i l i t y  o f  the  inclusion  o f  a s im i la r  sca le  in fu tu re  research .  
Preferab ly ,  the  sca le  should include a l a rg e r  number of items which 
have been t e s te d  fo r  r e l i a b i l i t y .
Implications fo r  managerial cons id e ra t io n . Due to  the 
f ac to r s  mentioned above and in Chapter V concerning the  nature of 
the  f indings in regard to  dogmatism and a t t i t u d e s  toward subordinates ,  
g enera l iza t io ns  made here must be s ta te d  with extreme t e n ta t iv en e ss .
From what i s  known of  the  c h a r a c t e r i s t i c s  of  the  closed- 
personal i t y  type,  i t  can be suggested from the  r e s u l t s  of  t h i s
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study th a t  the manager who holds Theory X a t t i t u d e s  about subordi­
na tes  tends to  do so in a r e l a t i v e l y  closed fashion .  That i s ,  those 
managers holding Theory X a t t i t u d e s  tended to score toward the 
closed-minded s ide  of the  pe rsona l i ty  continuum. I f ,  upon f u r th e r  
research ,  t h i s  i s  found to  be t r u e ,  there  will  be several  considera­
t io n s  to be made.
F i r s t ,  pa s t  research has shown t h a t  closed-minded ind iv idua ls  
must be approached d i f f e r e n t l y  in a learning s i t u a t i o n  than the ways 
in which r e l a t i v e l y  open-minded ind iv idua ls  a re  approached. I f  
a ttempts are  going to be made to  change managerial a t t i t u d e s  about 
subordinates from Theory X to  Theory Y, then i t  would behoove 
managers and scholars to understand "how" the  individual  managers 
hold these  a t t i t u d e s  as well as "what" the a t t i t u d e s  a re . .  Here, 
may be a p a r t i a l  explanation of why s e n s i t i v i t y  t r a in in g  has a 
p o s i t iv e  e f f e c t  on some managers in regard to a t t i t u d e  change, and 
no e f f e c t  or  a negative e f f e c t  on o thers .  I t  could be t h a t  too 
much concentra t ion has been made on what managers th ink  and not 
enough on how they th ink.
Another cons idera t ion  which may be ca l led  f o r  in the  fu tu re  
concerns placement decis ions .  I f  we have pos i t ions  t h a t  requ ire  
Theory Y behavior and th e re fo re  Theory Y a t t i t u d e s ,  we need to  
know something about the  a t t i t u d e s  of  the  candidates fo r  those 
p o s i t io ns .  F i r s t ,  we need to  know what t h e i r  cu r re n t  a t t i t u d e s  or 
p ro p ens i t ie s  a r e ,  and; secondly, we need to  know something about 
t h e i r  capaci ty  to change those a t t i t u d e s ,  i f  necessary. I t  appears
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t h a t  the concept of pe rsona l i ty  s t r u c tu r e  as discussed in th i s  
study i s  p o t e n t i a l ly  useful in respec t  to capaci ty  to  change.
The same comments might be made concerning se lec t io n  dec is ions .  
I f  we wish to choose managerial personnel who will  develop a t t i t u d e s  
in l in e  with those a t t i t u d e s  deemed des i rab le  fo r  the generat ion of 
a favorable  organizat ional  c l im ate ,  we wil l  need to  understand 
something about the candidates '  propensi ty  to  change both a t t i t u d e s  
and behavior.
Again, what a prospective employee's a t t i t u d e s  and be l ie f s  
a re ,  may not be near ly  so important as how c lose ly  he holds them, or 
what his capaci ty  i s  to change them.
Because of the  explora tory  nature  of t h i s  s tudy,  concrete 
recommendations concerning p e rson a l i ty  s t r u c tu r e  and a t t i t u d e s  toward 
subordinates wil l  have to  wait  u n t i l  f u r th e r  research i s  accomplished.
Dogmatism and Role Perception
Findings. The r e s u l t s  of  the study depicted no s ig n i f i c a n t  
r e l a t io n s h ip  between the  managers' pe rsona l i ty  s t r u c tu r e  and t h e i r  
perceived need to be cons idera te ,  warm, and support ive .  A chi-  
square t e s t  f o r  independence of  the open-minded versus closed-minded 
categor ies  from groupings of  perceived need fo r  s t r u c tu r e  resu l ted  
in a s i g n i f i c a n t  ch i-square .  This r e s u l t  indicated  th a t  dogmatism 
is  not independent of  the perceived need to  order  r e l a t io n s h ip s ,  
emphasize production, and achieve organizat ional  goals .  Those 
scoring low on need fo r  s t r u c tu r e  were overrepresented in the
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open-minded category, while those scoring high on need fo r  s t r u c tu r e  
were underrepresented in the open-minded category.  The r e s u l t s  o f  a 
chi-square t e s t  for  independence of the  dogmatism groups and 
se lec ted  combinations of considera t ion  and s t r u c tu r e ,  f a i l e d  to 
demonstrate s ig n i f i c a n t  r e l a t io n sh ip s .  A check on the  r e l a t io n sh ip  
between consideration and s t r u c tu r e  resu l te d  in a s i g n i f i c a n t  
co r re la t io n  of .32.
Implications fo r  re sea rch . The r e s u l t s  of t h i s  study point  
to  several recommendations f o r  fu tu re  research  which attempts to  
analyze pe rsona l i ty  s t r u c tu r e  and ro le  perception:
1. As a r e s u l t  of  the .32 c o r re la t io n  between considera t ion  
and s t r u c tu r e ,  we must expect poss ib le  response bias or  t h a t  the  
t rue  dimensions are not independent as the  developers o f  the sca le s  
suggested. Before the sca les  a re  used again they should be analyzed 
and t e s te d  fo r  independence and r e l i a b i l i t y .
2. Again, the longer forms of the  two sca les  w i l l  probably 
produce g re a te r  r e l i a b i l i t y  and, i f  space allows, should be used.
3. The r e l a t i v e ly  narrow range and standard dev ia t ion  o f  
scores on both scales  appears to  have i n te r f e r r e d  with poss ib le  r e l a ­
t ionsh ips  between the two dimensions and personal i ty  s t r u c tu r e .
The longer  forms of the sca le s  may help c le a r  up t h i s  problem in 
the  fu tu re .
While the  r e s u l t s  of  no re l a t io n sh ip  between considera t ion  
and p e rson a l i ty  s t ru c tu re  was unexpected, the  r e l a t io n sh ip  between 
i n i t i a t i n g  s t ru c tu re  and dogmatism was as expected. I t  is
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recommended t h a t  a ro le  perception va r iab le  be re ta ined  in fu tu re  
s tud ies  on pe rsona l i ty  s t ru c tu re  with the  problems encountered in 
t h i s  explora tion e rad ica ted  p r io r  to  implementation o f  methodology.
Implications fo r  managerial cons id e ra t io n . In t h a t  the 
open-minded p e rsona l i ty  has been found in past  research to be more 
empathetic and wil l ing  to e n te r ta in  ideas of  o ther  group members, 
the  r e s u l t  of  no re la t io n sh ip  between considera tion and dogmatism 
i s  d i f f i c u l t  to  expla in .  The f a i l u r e  to f ind  a s i g n i f i c a n t  r e l a t i o n ­
ship  between the two va r iab les  could be explained in pa r t  by sub jec t  
response s e t ,  the  c o r r e la t io n  between considera t ion  and s t r u c tu r e ,  
and the lack of a s u f f i c i e n t  range and standard devia t ion  of  scores .  
Because of  these  problems, any gene ra l iza t io n  concerning the  
r e l a t io n sh ip  between pe rsona l i ty  s t ru c tu re  and perceived need to  
be considera te  and group o r ien ted  would be premature.
The finding t h a t  a d isp ropor t iona te  number of  managers in 
the  closed-minded category perceived a high need fo r  s t ru c tu re  and 
a d ispropor t iona te  number of those in the  open-minded category 
perceived a low need fo r  s t r u c tu r e  was an t ic ip a te d  and i s  in l in e  
with pas t  research dealing with t h i s  concept o f  p e rso n a l i ty .  A 
high need fo r  s t ru c tu re  would be expected to be f e l t  by those  with 
a u th o r i t a r i a n  p e r s o n a l i t i e s .  As with the re l a t io n sh ip  between 
a t t i t u d e s  toward subordinates and pe rsona l i ty  s t r u c tu r e ,  the  r e l a t i o n ­
ship between perceived need to  i n i t i a t e  s t ru c tu re  and p e rso na l i ty  
s t r u c tu r e  found in t h i s  study provides a t  l e a s t  p a r t i a l  support  fo r  
the  tendency of a u th o r i t a r i a n  p e r s o n a l i t i e s  to perceive t h e i r
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managerial ro le  as requir ing  a u th o r i t a r i a n  a t t i t u d e s  and behavior 
p a t te rn s .  Recommendations f o r  managerial act ion must wait  un t i l  the  
r e l a t io n sh ip  between pe rsona l i ty  s t r u c tu r e  and need to  i n i t i a t e  
s t r u c tu r e  can be t i e d  in to  overt  managerial behavior. In order to 
accomplish t h i s  ana lys is  the  problems concerning the sca les  used to  
measure ro le  perception must be overcome.
Nonsignificant  Findings Relating to  Persona l i ty  
S t ruc tu re  (Dogmatism)—This Research
The t e s t s  of  the hypotheses r e l a t i n g  to  dogmatism and 
c o l l e g ia te  major, years in p resent  p o s i t io n ,  years as a manager, 
years of f u l l - t im e  work, l in e  versus s t a f f  des igna t ions ,  span of 
c on tro l ,  r e su l ted  in no s i g n i f i c a n t  re la t io n sh ip s  employing both 
the  covariance and the  chi-square  methods of an a lys i s .
The following discussion i s  a b r i e f  summary of  those 
nonsign if ican t  r e s u l t s .
Dogmatism and Col leg ia te  Major
Findings. No s i g n i f i c a n t  d i f fe rence  was found f o r  mean 
dogmatism scores of  the  c o l l e g i a t e  majors business and economics, 
a g r i c u l tu r e ,  accounting,  engineering and an a l l  o ther  category.
Also, a ch i-square  t e s t  fo r  independence f a i l e d  to  reach a 
s ig n i f i c a n t  lev e l .
Implications fo r  r e sea rch . Although dogmatism and c o l l e g i a te  
major appear to  have been independent o f  one another in t h i s  s tudy,  
i t  i s  recommended t h a t  c o l l e g ia te  major be re ta ined  as va r iab le  in
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fu tu re  research on dogmatism and managerial c h a r a c t e r i s t i c s .  This 
recommendation r e s t s  on the f a c t  th a t  due to  the  nature of  the  
sampled industry  there  was a d i spropor t iona te  number of a g r ic u l tu re  
majors represented in the  study and an underrepresentat ion of other  
majors normally found in business o rganizat ions .  Of p a r t i c u l a r  
i n t e r e s t  should be the accounting majors who scored ten points  
lower (more dogmatic) than the o ther  majors analyzed in t h i s  study.
Implicat ions fo r  managerial co ns idera t ion . Based on the  
r e s u l t s  of the ana lys is  of dogmatism as i t  r e l a t e s  to  c o l l e g ia te  
major, there  a re  no apparent  recommendations to  be made fo r  
managerial cons idera t ion .
Dogmatism and Years in Present P o s i t io n ,
Years as a Manager and Years o f  Full-Time 
Working Experience
Since the  r e s u l t s  of  t e s t s  fo r  r e la t ion sh ip s  between dogmatism 
and the  above mentioned va r iab les  were b as ica l ly  the  same, they wil l 
be t r ea te d  toge ther .
Findings. No s i g n i f i c a n t  re la t io n sh ip s  were found between 
dogmatism and the  v a r iab les  of  years in present  p o s i t io n ,  years  as a 
manager and years  of fu l l - t im e  working experience.
Implications fo r  re sea rch . I t  i s  recommended t h a t  the  consi­
dera t ion  of the  v a r ia b le s ,  years  in present  p o s i t io n ,  years  as a mana­
ger and years  o f  fu l l - t im e  working experience,  in fu tu re  research 
dealing with dogmatism i s  not l ik e ly  to  be product ive.  However, fo r  
r e p l i c a t io n  purposes i t  may be in order  to obtain the  information 
from samples of  o ther  in d u s t r i e s .
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Implications f o r  managerial c o n s id e ra t io n . This researcher  
saw no apparent recommendation to make in regard to  the above 
var iab les  f o r  managerial considera t ion .
Dogmatism and Line Versus S t a f f
Findings. Both the  analysis  of  covariance, and chi-square 
a n a ly s i s ,  conducted to  t e s t  the  hypothesis concerning dogmatism and 
l in e  versus s t a f f  r o l e s ,  f a i l e d  to produce s i g n i f i c a n t  r e s u l t s .  
Dogmatism was found to  be independent o f  l i n e  versus s t a f f  designa­
t io n s .
Implications f o r  r e sea rch . I t  i s  proposed t h a t  fu ture  
researchers  wil l  not l i k e ly  f ind d i f fe rences  in pe rsona l i ty  
s t r u c tu r e  between l in e  managers and s t a f f  managers. Fa i lu re  to  f ind 
d i f fe rences  may have come from the a u th o r ' s  c l a s s i f i c a t i o n  scheme.
I t  was apparent t h a t  a good number o f  respondents held funct ional  
a u th o r i ty  in t h e i r  areas of sp e c ia l i z a t io n  and could not  be placed 
nea t ly  in to  ca tegor ies  o f  l i n e  or  s t a f f .  Future researchers  should 
attempt to develop a more r e a l i s t i c  scheme fo r  c la s s i fy in g  managers 
in respec t  to ro le  r e l a t io n sh ip s .
Implications f o r  managerial co ns id e ra t io n . The implications 
in t h i s  case i s ,  as was the implica tion o f  the  r e l a t io n s h ip  between 
age and dogmatism, derived from a f inding o f  no re l a t io n sh ip .
In a good b i t  o f  management l i t e r a t u r e  we have found the  
s t a f f  manager charac te r ized  as the  empathetic ,  f l e x i b l e ,  support ive ,  
human r e l a t i o n s  o r ien ted  g iver  o f  advice, while the l in e  manager i s  
of ten p ic tured  as prone to s t r u c tu r e ,  impersonal in his a t t i t u d e s
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and a u th o r i t a r i a n  in his methods. The lack o f  a r e la t io n sh ip  
between dogmatism and s t a f f  o r  l i n e  designations in t h i s  study a t  
l e a s t  c a l l s  t h i s  kind o f  s te reo typ ing  in to  quest ion.  The l i n e  and 
s t a f f  managers in t h i s  study apparently  were equally  as l i k e ly  to 
be closed-minded o r  general a u th o r i t a r i a n s .  This f inding i s  in l in e  
with the  proposi t ion o f  Rokeach and o thers  concerning the content 
f ree  aspects  o f  the  theory of pe rsona l i ty  s t r u c tu r e .
Dogmatism and Span o f  Control
Findings. A .05 c o r re la t io n  c o e f f i c i e n t  fo r  dogmatism scores 
and span o f  control was not  s i g n i f i c a n t  a t  the  .05 l e v e l .  A ch i-  
square t e s t  f o r  independence a lso  f a i l e d  to  reach a s i g n i f i c a n t  
l e v e l .
Implications fo r  r esea rch . Although a s i g n i f i c a n t  r e l a t i o n ­
ship between dogmatism and span o f  control was not found, the 
va r iab le  should be re ta ined  in fu tu re  s tud ies  fo r  r e p l i c a t io n  
purposes.
Implications fo r  managerial cons id e ra t io n . The manager's 
pe rsona l i ty  s t r u c tu r e  appears t o  be independent o f  the  number of  
subordinates under his d i r e c t  con tro l .
Summary o f  Implications f o r  Research and 
Managerial Consideration
Implications for  Research.
The following statements a re  summarizations o f  the  recom­
mendations which appeared to  be in o rder  f o r  research performed in
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the  fu tu re  on pe rsona l i ty  s t r u c tu r e  (dogmatism) as i t  r e l a t e s  to  
managerial th inking and behaving:
1. As a r e s u l t  of  the  f a c t  t h a t  t h i s  study represen ts  the 
f i r s t  known research e f f o r t  d i rec ted  a t  discovering re la t io n sh ip s  
concerning pe rsona l i ty  s t r u c tu r e  and managerial th ink ing ,  i t  was 
recommended t h a t  as many as possible  o f  the var iab les  i d e n t i f i e d  
here fo r  analys is  purposes be employed in fu tu re  s tu d ie s .
2. In th a t  in te rn a l  consistency c o e f f i c i e n t s  derived from
item analysis  of the  dogmatism, a t t i t u d e  toward subordina tes ,  and
ro le  perception sca les  were a t  bes t  minimally accep tab le ,  i t  was 
recommended t h a t  longer  sca les  be used in each case , t h a t  items be 
analyzed fo r  individual  con tr ibu t ions  to  r e l i a b i l i t y ,  and t h a t  items 
in the dogmatism sca le  be assessed fo r  s tudent  s p e c i f i c i t y .
3. The s t a b i l i t y  of  p e rsona l i ty  s t r u c tu r e  needs to  be 
assessed over a number o f  y ea rs .  Idea l ly  managerial candidates 
should be t e s t e d  p r io r  to  employment, and again a f t e r  a period of 
time, along with another  group o f  people who have chosen non-business 
occupations.
4. Variables which have demonstrated e f f e c t s  on managerial 
success and e f f e c t iv en e ss ,  such as education, technical  s k i l l s ,  
achievement d r ive ,  and supervisory  a b i l i t y ,  need to be accounted 
fo r  e i t h e r  experimental ly o r  s t a t i s t i c a l l y .
5. Business organizat ions in o ther  in d u s t r ie s  should be
sampled to  determine i f  r e s u l t s  c o n s is ten t  with those  o f  t h i s  study
are  to be found.
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6 . Scores on the  pe rsona l i ty  s t r u c tu r e  var iab le  should be
\
compared to ob jec t ive  and sub jec t iv e  performance c r i t e r i a  (super io r  
r a t i n g s ,  peer r a t i n g s ,  subordinate  ra t in g s )  as well as achieved 
o rganizat ional  leve l .
7. I t  appears t h a t  the  most f r u i t f u l  approach to  the  study 
of  pe rsona l i ty  s t r u c tu r e  o f  managerial personnel wil l  be the  analysis  
o f  the  extreme ends o f  the  range o f  scores .  The q u a r t i l e  grouping 
used in t h i s  study was a r b i t r a r y  and very l ik e ly  not as productive
as the  upper and lower 10 percent  or 5 percent would have been. 
However, i f  the  lower percentages o f  high and low scores a re  used, 
a considerable  sample s iz e  i s  necessary t o  allow for  adequate 
expected ce l l  counts as demanded by chi-square  ana lys is .  Regardless 
of how the ca tegor ies  are  defined,  adequate measures must be taken 
to  control  fo r  in te r a c t io n  e f f e c t s  o f  va r iab les  such as education, 
b i r th  o rder ,  and organizat ional  lev e l .
Implications f o r  Managerial Considerat ion
The following statements a re  summarizations o f  t e n t a t i v e  
considera tions fo r  management r e s u l t in g  from t h i s  exp lo ra t ion .  In 
a l l  cases ,  these  considera tions  are  n ecessa r i ly  l im i ted  by the 
na tu re  o f  the  study and the methodology involved, and to the  
organiza t ions  sampled from the ag r i -product  industry :
1. The s te reo type  t h a t  managers grow more in f l e x ib l e  or 
closed-minded in t h e i r  th inking as they grow o lder  was challenged 
in t h i s  study. A .00 co r re la t io n  was found between dogmatism and 
age. Managers who make s e l e c t io n ,  placement, t r a n s f e r ,  and
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re t i rement  decis ions should be cautioned aga ins t  assuming the  o lder  
manager will  n ecessa r i ly  be more closed-minded than h is  younger 
counterpar t .
2. Managers involved in s e l e c t i o n ,  placement and t r a in in g  
decisions should view formal education as contr ibut ion  to open- 
mindedness as well as job r e l a te d  technical  and social  s k i l l s .  In 
t r a in in g  matters  in p a r t i c u l a r ,  i t  was recommended th a t  those s e t t in g  
up lea rn ing  s i t u a t io n s  be as concerned about how indiv idua ls  learn
as they are  about the  content  make up of s p e c i f i c  courses . What 
the  individual knows, or  what b e l i e f s  and a t t i tu d e s  he holds toward 
an o b jec t ,  event or an aspect  of human behavior , may not  be as 
important as his perceptual capaci ty  and s e n s i t i v i t y  and h is  act ion 
capacity  and f l e x i b i l i t y .
3. I t  was recommended t h a t  management be cognizant o f  the 
e f f e c t s  of  ear ly  childhood re la t io n sh ip s  on adu l t  p e r so n a l i ty ,  
p a r t i c u l a r ly  in the  case o f  a u th o r i ta r i a n  personal i ty  and i t s  
c o r r e l a t e s .  As proposed from the r e s u l t s  of  t h i s  s tudy, the  develop­
ment o f  pe rsona l i ty  s t r u c tu r e  may be influenced by o rder  of  b i r th  
and family s iz e .  Future research may demonstrate the usefulness of  
considering those e f f e c t s  when making se lec t io n  and placement 
decis ions.
4. I t  was proposed t h a t  the  r e s u l t s  of  the ana lys is  of 
dogmatism and organ iza t iona l  level provide some in d i r e c t  evidence 
t h a t  open-minded managers have a b e t t e r  chance o f  achieving higher 
leve ls  than do t h e i r  more closed-minded counterpar ts .  This
187
r e l a t io n sh ip  must r e s t  on the  unproven proposi t ion  t h a t  pe rsona l i ty  
s t r u c tu r e  i s  determined pr imar i ly  by ear ly  childhood r e l a t io n sh ip s  
and ear ly  formal education, and remains f a i r l y  s tab le  over time.
This proposi t ion must be t e s te d  in fu tu re  research .
5. As a r e s u l t . o f  the  f a i l u r e  of  the  analys is  developed in 
t h i s  study to  id e n t i fy  d i f fe rences  in dogmatism between l in e  and 
s t a f f  managers, i t  was recommended t h a t  the  assumption t h a t  s t a f f  
personnel are l ik e ly  to  be more open-minded than t h e i r  l i n e  counter­
par ts  be put on the  s h e l f ,  a t  l e a s t  un t i l  r e p l i c a t io n  can be made.
6. In regard to  dogmatism as i t  r e la te d  to  a t t i t u d e s  toward 
subord ina tes ,  i t  was recommended t h a t  how c lose ly  the  a t t i t u d e s
are held may be as important as what the a t t i t u d e s  a re .  In t h i s  
s tudy,  managers who held Theory X a t t i t u d e s  toward subordinates 
were more l ik e ly  to  f a l l  in to  the  closed-minded category than were 
those managers who held Theory Y a t t i t u d e s .  This r e s u l t  was not 
su rp r i s in g  in l ig h t  of  the  nature  o f  the  items comprising the  
" a t t i tu d e s"  sca le .  What needs to  be considered i s  what d if ferences  
in lea rn ing ,  th inking ,  and behaving might e x i s t  between those 
managers who are  closed-minded and hold Theory X a t t i tu d e s  and those 
who are open-minded and hold Theory X a t t i t u d e s .  The d i f fe rences  
wil l  very l ik e ly  manifest  themselves in the  in d iv id u a ls '  a b i l i t y  to 
make a l a s t i n g  change in a desired  d i r e c t io n .
7. As the  r e s u l t s  of the analys is  o f  dogmatism and ro le  
perception appears to  have been d i s to r te d  by in te r a c t io n  e f f e c t s  
and low respondent consis tency, concrete  recommendations must
await f u r th e r  research .  However, the  f inding t h a t  closed-minded 
managers a re  more l ik e ly  to  perceive a need fo r  a higher degree o f  
s t ru c tu re  than t h e i r  open-minded coun te rpar t s ,  points  to the 
p o s s ib i l i t y  t h a t  considera t ion  of  pe rsona l i ty  s t r u c tu r e  may be 
useful in placement decis ions  regarding po s i t io ns  which requ ire  a 
minimum of  s t r u c tu r e  fo r  e f f e c t i v e  manager behavior.
In summary, t h i s  researcher  i s  s a t i s f i e d  t h a t  the  overa l l  
r e s u l t s  of  t h i s  explora tory  study in d ic a te  t h a t  the pe rsona l i ty  
s t r u c tu r e  dimensions described and analyzed here have po ten t ia l  
as a useful cons t ruc t  in decis ions  regarding s e l e c t i o n ,  placement, 
t r a in in g ,  and development of managerial personnel.  As a r e s u l t  of  
the explora tory  nature  of t h i s  s tudy,  i t  was expected t h a t  a 
minimal number of implica tions fo r  managerial ac t ion  would r e s u l t .  
The most useful aspects  o f  the  r e s u l t s  of  t h i s  research are  the  
remedial and expansionary ac t ions  recommended fo r  fu tu re  research 
dealing with pe rsona l i ty  s t r u c tu r e  and the managerial mind.
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APPENDIX
A STUDY OF MANAGERIAL THINKING
The following pages c o n s t i t u t e  a quest ionnaire  in th ree  pa r t s .
Please read the in s t ru c t io n s  to  each p a r t  c a re fu l ly .  I hope th a t  
you w i l l  be as frank and honest as poss ib le ,  and th a t  you will  spend 
enough time to  put down what you r e a l l y  feel i s  t ru e .
These a re  not te s ts .  There are  no r i g h t  or wrong answers.
Do not sign any page. Answer a ll  items.
Your answers cannot be t raced  to  you.
Quest ionnaire  booklets w i l l  be kept s t r i c t l y  c o n f id e n t ia l .
M. John Close 
Ph.D. Candidate 
Department of  Management 
Louisiana S ta te  Universi ty  
Baton Rouge, Louisiana 70803
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PART I
DIRECTIONS: To help with the s t a t i s t i c a l  ana lys is  of the  da ta ,
p lease  give the  fol lowing information about y o u rse l f .
1. Age:___________________ 2. Sex: (check) Male Female___
3. Education: (Please  complete the  sec t ion  t h a t  indica tes  the
h ighes t  educational  level  obtained.  I f  you have done graduate 
work o r  obtained an advanced deg ree (s ) ,  p lease  complete both 
the  sec t io n  on undergraduate as well as graduate  education.)
a. Attended High School, years  completed: ( c i r c l e  one) 1 2  3 4
b. Attended c o l l e g e ,  years completed: ( c i r c l e  one) 1 2  3 4
c. Bachelor 's  Degree: (check)_____
d. M aste r ' s  Degree: (check)_____
e. Years beyond M aste r ' s :  ( c i r c l e  one) 1 2  3 4 5
Specify degree i f  obtained___________________________________
f .  Other: (p lease_specify)______________________________________
4. Area o f  co l lege  major: ( e . g . ,  Engineering, Accounting, Business
Adm inis tra t ion ,  e t c . )
Undergraduate______________ Graduate__________________
5. Present  P os i t ion :
T i t l e ______________________  Department__________________________
6 . B r ie f ly  s t a t e  the  na ture  of your d u t i e s :_________________________
7. Number of  d i f f e r e n t  managerial pos i t ions  held:  
P resen t  Company____________ Career_________________
8 . Number o f  years  in  p resent  p o s i t io n :________________
9. Your p o s i t io n  i s  a :  ( c i r c l e  one) a .  S ta f f  Position
b. Line Posi t ion
10. Total years  with p re sen t  company:____________________
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11. Total years  as a supe rv iso r ,  foreman, or manager:_________________
12. Total years  of  f u l l - t im e  working experience:______________________
13. Number of  employees direc tl .y  under your supe rv is ion :______________
14. Do you have under your d i r e c t  supervis ion  employees who are  
su pe rv iso rs ,  foremen, or managers? (check) No Yes___
15. You were t h e _______________born o f _______  ch i ld ren  in your
family. (number: e . g . , (number)
f i r s t ,  second, 
e t c . )
PART II
The word GROUP3 in  th is  partj refers to the work group  ^ department 
or division  that you supervise.
DIRECTIONS:
a .  Read each item c a r e f u l ly .
b. Think about how frequen t ly  you SHOULD engage in  the  behavior 
described by the  item.
c. Decide whether ;you should always, o f t e n , o c ca s io n a l ly , seldom or 
never a c t  as descr ibed by the  item.
d. Draw a c irc le  around one o f  the  f i v e  l e t t e r s  following the  item 
to show the  answer you have s e lec te d .
A = Always B = Often C = Occasional ly D = Seldom E = Never
When act ing  as a l e a d e r ,  I OUGHT to :
1. Do personal favors f o r  group members----------------------  A B C D E
2. Make my a t t i t u d e s  c le a r  to  the  group----------------------  A B C D E
3. Do l i t t l e  th ings  to  make i t  p leasan t  to be a
member of  the  group-------------------------------------------------  A B C D E
4. Try out  my new ideas with the  group  A B C D E
5. Act as the  rea l  leader  o f  the  group------------------------  A B C D E
6 . Be easy to  understand----------------------------------------------- A B C D E
7. Rule with an iron hand---------------------------------------------  A B C D E
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8 . Find time to  l i s t e n  to group members----------------------- A B O D E
9. C r i t i c i z e  poor work-------------------------------------------------- A B O D E
10. Give advance no t ice  of changes--------------------------------  A B O D E
11. Speak in a manner not to  be quest ioned-------------------  A B O D E
12. Keep to myself---------------------------------------------------------- A B O D E
13. Look out fo r  the  personal welfare  of individual
group members----------------------------------------------------------  A B O D E
14. Assign group members to p a r t i c u l a r  ta s k s ---------------- A B O D E
15. Be the  spokesman of the  group---------------------------------- A B O D E
16. Schedule the work to be done-----------------------------------  A B O D E
17. Maintain d e f i n i t e  standards of performance------------- A B O D E
18. Refuse to explain  my a c t io n s -----------------------------------  A B O D E
19. Keep the group informed-------------------------------------------  A B O D E
20. Act without consult ing the  group----------------------------- A B O D E
21. Back up the  members in t h e i r  a c t io n s ----------------------  A B O D E
22. Emphasize the  meeting of  dead l ines-------------------------- A B O D Er- •
23. Trea t  a l l  group members as my equals----------------------  A B O D E
24. Encourage the  use of  uniform procedures------------------ A B O D E
25. Get what I ask fo r  from my su p e r io rs ----------------------  A B O D E
26. Be w i l l in g  to  make changes--------------------------------------  A B O D E
27. Make sure t h a t  my p a r t  in the  organizat ion  is
understood by group members------------------------------------  A B O D E
28. Be f r i e n d ly  and approachable-----------------------------------  A B O D E
29. Ask th a t  group members follow standard ru les  and
reg u la t ion s -------------------------------------------------------------  A B O D E
30. Fail to  take necessary a c t io n ---------------------------------- A B O D E
31. Make group members feel a t  ease when ta lk ing  with
them------------------------------------------------------------------------- A B O D E
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32. Let group members know what i s  expected of them-— A B O D E
33. Speak as the  rep re sen ta t iv e  of  the  group----------------  A B O D E
34. Put suggest ions made by the group in to
opera t i  on----------------------------------------------------------------- A B O D E
35. See to  i t  t h a t  group members are  working up to
capac i ty ------------------------------------------------------------------  A B O D E
36. Let o ther  people take away my leadersh ip  in the
group-----------------------------------------------------------------------  A B O D E
37. Get my super io rs  to  a c t  fo r  the  welfare  of  the
group members----------------------------------------------------------  A B O D E
38. Get group approval in important matters  before
going ahead-------------------------------------------------------------  A B O D E
39. See to i t  t h a t  the  work of  group members i s
coordinated-------------------------------------------------------------  A B O D E
40. Keep the  group working together  as a team--------------  A B O D E
(Leadership Opinion Quest ionnaire:  Copyright, Ohio S ta te  Univers i ty ,  
1957.)
PART I I I  
DIRECTIONS:
In the sec t ion  below you wil l  see a s e r i e s  of s ta tements .  Please 
in d ic a te  your agreement or disagreement. Use the  sca le  below:
A = Agree B = Agree On C = Agree D = Disagree E = Disagree On
Very Much The Whole A L i t t l e  A L i t t l e  The Whole
F = Disagree 
Very Much
There a re  no r i g h t  or wrong answers. I am in te r e s t e d  in your opinion 
about the  statements which follow:
1. The average human being p refe rs  to  be d i r e c te d ,  
wishes to  avoid r e s p o n s i b i l i t y ,  and has
r e l a t i v e l y  l i t t l e  ambition-------------------   A B C D E F
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2. In t h i s  complicated world of  ours the only way 
we can know what 's  going on i s  to  r e ly  on
leaders  or experts  who can be t r u s t e d   A B C D E F
3. My blood bo i ls  whenever a person stubbornly
refuses  to admit h e 's  wrong  A B C D E F
4. Leadership s k i l l s  can be acquired by most 
people regard less  of t h e i r  p a r t i c u l a r  inborn
t r a i t s  and a b i l i t i e s ------------------------------------ <  A B C D E F
5. There are  two kinds of  people in t h i s  world: 
those who are  fo r  the t r u th  and those who
are  aga ins t  the  t r u t h ----------------------------------------- A B C D E F
6 . Most people j u s t  d o n ' t  know what 's  good for
them.......................................................................................... A B C D E F
7. The use of  rewards (pay, promotion, e t c . )  and 
punishment ( f a i l u r e  to  promote, e t c . )  i s  not 
the  bes t  way to get  subordinates to  do t h e i r
work.......................................................................................... A B C D E F
8 . Of a l l  the d i f f e r e n t  phi losophies which e x i s t  
in  t h i s  world there  i s  probably only one
which i s  c o r r e c t ------------------------------------------------- A B C D E F
9. The highes t  form of  government i s  a democracy 
and the  highes t  form of democracy i s  a 
government run by those who are  most
i n t e l l i g e n t --------------------------------------------------------- A B C D E F
10. In a work s i t u a t i o n ,  i f  the subordinates 
cannot inf luence  me then I lose  some
inf luence  on them  A B C D E F
11. The main th ing in l i f e  i s  fo r  a person to want
to  do something important----------------------------------  A B C D E F
12. I ' d  l i k e  i t  i f  I could f ind someone who would
t e l l  me how to solve my personal problems  A B C D E F
13. A good leader  should give d e ta i l e d  and 
complete in s t ru c t io n s  to h is  subordina tes ,  
r a th e r  than giving them merely general 
d i r e c t io n s  and depending upon t h e i r  i n i t i a ­
t i v e  to  work out  the  d e t a i l s ----------------------------  A B C D E F
14. Most o f  the ideas which get  p r in ted  nowadays
a r e n ' t  worth the  paper they are  p r in ted  on  A B C D E F
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15. Man on h is  own i s  a he lp less  and miserable
c re a tu re -------------------------------------------------------------- A B C D E F
16. Group goal s e t t i n g  o f fe r s  advantages t h a t
cannot be obtained by individual  goal s e t t i n g — A B C D E F
17. I t  i s  only when a person devotes himself  to  an
ideal or cause t h a t  l i f e  becomes meaningful  A B C D E F
18. Most people j u s t  d o n ' t  give a "damn" fo r
o th e r s -----------------------------------------------------------------  A B C D E F
19. To compromise with our p o l i t i c a l  opponents i s  
dangerous because i t  usua l ly  leads to  the
betrayal  of  our own s id e ------------------------------------  A B C D E F
20. A super io r  should give his  subordinates only 
t h a t  information which i s  necessary fo r  them
to  do t h e i r  immediate t a s k s -------------------------------  A B C D E F
21. I t  i s  of ten  d e s i r a b le  to  reserve  judgment about 
what 's  going on u n t i l  one has had a chance to
hear the  opinions of  those  one r e s p e c t s ------------  A B C D E F
22. The presen t  i s  a l l  too of ten  f u l l  of unhappi­
ness. I t  i s  only the  fu tu re  t h a t  counts  A B C D E F
23. The United S ta te s  and Russia have j u s t  about
nothing in  common-----------------------------------------------  A B C D E F
24. In a d iscussion  I of ten  f ind i t  necessary to 
repeat  myself several  times to make sure I am
being understood-------------------------------------------------  A B C D E F
25. The s u p e r io r ' s  a u th o r i ty  over his  subordinates
in an organ iza t ion  i s  pr imar i ly  economic  A B C D E F
26. While I d o n ' t  l i k e  to  admit t h i s  even to 
myself,  my se c r e t  ambition i s  to  become a 
g rea t  man, l ik e  E in s te in ,  or Beethoven, or
Shakespeare---------------------------------------------------------  A B C D E F
27. Even though freedom of speech fo r  a l l  groups i s  
a worthwhile goa l ,  i t  i s  unfor tunate ly  
necessary to  r e s t r i c t  the freedom of  c e r ta in
p o l i t i c a l  groups------------------------------------------------- A B C D E F
28. I t  i s  b e t t e r  to  be a dead hero than to be a
l iv e  coward  A B C D E F
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